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ABSTRACT 
     Intense global competition and swiftness of changes emphasize the 
importance of human capital within organizations, as well as the rapidity and 
ways of knowledge-gaining of that capital. 
 
     This research investigates the role of aspects of Strategic Human 
Resources Management (SHRM) in the Basher Health Instruments Industry, 
and their being potential sources of creating company competitive 
advantage. The analysis is based on a case study of Siksik and Isleem the 
cooperative relationships formed by the company in response to the 
increasingly dynamic and competitive environment. 
 
     After conducting the necessary tests and examinations ,Siksik and Isleem  
proved to be amongst those organizations that are aware of the fact that 
human resources do make a difference in the performance of the 
organization. These organizations acknowledge the significance of their 
employees in making a difference in their companies and providing the 
essential ingredient for its competitive advantage through SHRM. 
 
     Accordingly, it was evident that a good fit within the organization can 
lead to several positive benefits. People are more committed to their 
organizations, more satisfied with their jobs, and earn more than people who 
don‟t learn to fit in with their organizations .Furthermore, people who are 
well socialized, trained and content with the organization they work in are 
less likely to quit their jobs and more likely to build successful careers 
 III 
within the organization. The extent to which both organizational and 
individual socialization, training and human behavior processes support a 
good person-organization fit will define the extent to which that individual 
has been successfully integrated within the company and hence considered a 
source of competitive advantage. 
 
Key Words: Strategic Human Resource Management, Competitive 
Advantage, Socialization, Training Practices, Human Resource Behaviors. 
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Chapter one 
Introduction 
INTRODUCTION 
 
     Organizations are increasingly looking at human resources as a unique 
asset that can provide sustained competitive advantage. The changes in the 
business environment with increasing globalization, changing 
demographics of the workforce, increased focus on profitability through 
growth, technological changes, intellectual capital and the never ending 
changes that organizations are undergoing have led to increased importance 
of managing human resources (Devanna, Fombrum, & Tichy, 1981; 
Wright, 1998). A human resource (HR) department that is highly 
administrative and lacks strategic integration fails to provide the 
competitive advantage needed for survival, thus losing its relevance. 
Huselid and Becker (1997) found that there were noticeable financial 
returns for organizations whose human resource management (HRM) 
systems have achieved operational excellence and are aligned with 
strategic business goals. According to Ulrich (1998), a major role of HR 
personnel is to become a strategic business partner. Youndt and Scott 
(1996) find that firms employing HR practices according to the stated 
strategy are regarded as having better perceptual performance. 
     Singh (2003) gives a broader approach to looking at strategic human 
resources management (SHRM) by integrating various functions and 
establishing the linkage of these functions with the business plan. It is 
important not only to identify HR competencies in concurrence with the 
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business needs and to develop selection and development practices to 
secure those competencies, but also to evolve and implement a 
performance evaluation plan that links the performance of the employees to 
the strategic goals. 
     Knowledge is important for organizational performance, and by 
implementing a human resource strategy to develop the knowledge worker 
and to retain the knowledge, a firm can understand how to create, transfer, 
and use it effectively to develop a competitive advantage. 
     As a result, knowledge has emerged as the most strategically significant 
resource of the firm (Grant, 1996b) and is built into the very nature of the 
firm (Penrose, 1959). Knowledge workers are not labor, they are capital 
(Drucker, 2002). The loyalty of knowledge workers and the ways to 
minimize turnover are critical management problems (Alvesson, 2000). 
1.1. Thesis Structure 
     The rest of the research is structured as follows: Chapter 2 presents the 
literature review of the frameworks relevant to the research; Chapter 3 
presents the research methodology, variable operationalizations, and 
methods used to study the hypotheses; Chapter 4 presents the empirical 
results of the research and their theoretical and practical implications. 
Finally, Chapter 5 discusses the conclusions/results of the research and the 
researcher‟s recommendations for SHRM-adopting companies. 
1.2. Research Problem 
     Wright, McMahan, and McWilliams (1994) proposed that it is through 
the human resource capital pool (here replaced with tacit knowledge and 
the knowledge creation process) and employee behavior that human 
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resources can constitute a sustained competitive advantage. Thus, managers 
can implement human resource practices that can positively impact the 
knowledge creation process and, as a result, the strategic goals of the firm. 
A manager can use human resource practices such as developmental 
assignments, formal training opportunities, and compensation to create new 
tacit knowledge and new explicit knowledge, and to reduce tacit 
knowledge loss by reducing employee turnover. Given the dynamic 
environment and the criticality of knowledge workers, firms must have 
human resource practices that promote continuing skill development. 
 
Figure 1 ~ A Model of Human Resource Management as a source of 
Sustained Competitive Advantage. 
 Source: Knowledge Worker: Human Resource Strategy to Achieve a 
Competitive Advantage Doctorial Student Richard L. Jayne 
     General studies indicate that there is a relationship between employee 
socialization, conversion of explicit knowledge to tacit knowledge through 
formal training (knowledge creation) and human resource behavior in 
creating and sustaining organization competitive advantage. 
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     The understanding in the Palestinian companies about the relation 
between HRM as a strategic element in developing competitive advantage 
is not well developed. This research aims to investigate the impact of 
SHRM aspects in developing such advantages throughout chapter 4. 
Accordingly, three questions immediately emerge: 
1. Can human resource practices that promote socialization (developmental 
assignments and project teams) be the foundation for creating and 
developing a competitive advantage? 
2. Can human resource practices such as formal training be the foundation 
for creating and developing competitive advantage? 
3. Can human resource behavior be a source of creating and developing 
competitive advantage when gained knowledge is reflected through 
employee performance . 
1.3. Research Objectives 
     The objectives of this research are to examine the role that strategic 
human resource practices play in developing competitive advantage, and 
what the firms need to do to ensure the development of the knowledge 
worker and to diffuse knowledge to others in the firm, through exploring 
the: 
1. Effectiveness and relationship between human resource practices that 
promote 
socialization, such as orientation programs, developmental assignments, 
project teams, etc. in creating and developing competitive advantage. 
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2. Effectiveness and relationship between human resource practices, such 
as formal training, in creating and developing competitive advantage 
through internalization. 
3. Effectiveness and relationship between human resource behavior and 
developing competitive advantage. 
1.4. Research Importance 
     As the number of knowledge workers increases in the workforce, human 
resource management plays a critical role in creating and engaging the 
critical knowledge required to sustain a competitive advantage. Drucker 
(1993) maintains that knowledge workers are unlike previous generations 
of workers, not only in the high levels of education they have obtained, but 
also because in knowledge-based organizations, they own the 
organization‟s means of production, i.e., knowledge. The international 
economies are in the process of changing from a society based on industrial 
technology, organization, and values to one based on knowledge and 
information (Vega & Lacey, 1996). 
     Performance of knowledge-based industries depends on organizations 
attracting, holding, and motivating knowledge workers (Drucker, 2003). 
     Therefore, the importance of this research is linked to the significance 
of developing unique human resource practices in the Palestinian heath 
instrument industry that affect both the HR capital pool and the overall 
human resource behavior towards achieving the organization‟s goals 
through developed and sustainable competitive advantages. 
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1.5. Research Hypothesis 
Hypothesis 1: 
Ho: There is no significant statistical relationship between socialization 
activities and 
developing a competitive advantage (α 0.05) 
Hypothesis 2: 
Ho: There is no significant statistical relationship between training 
practices/programs 
developing a competitive advantage (α 0.05) 
Hypothesis 3: 
Ho: There is no significant statistical relationship between human resources 
behavior and developing a competitive advantage (α 0.05) 
 
 
1.6. Research Scope 
     As defined above, this research focuses on the competitive advantage of 
a chosen group of industry -based Palestinian firms. In order to study 
competitive advantage, data on relatively intangible factors were regarded 
as necessary. 
     Since one of the objectives set for this research was to articulate and 
examine the role that strategic human resource practices play in developing 
competitive advantage, practical implications for Palestinian firms that 
consider human resources management as a strategic partner were to be 
studied. However, the number of Palestinian firms at this time that met the 
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selection criteria was not large. Hence, the focus of the research was 
concentrated on the Palestinian Health Instrument firms Siksik and Isleem. 
     The empirical data that are used in this research should not be confused 
with the theoretical focus of the research. The purpose of the data is to 
make it possible to test hypotheses of how aspects of strategic human 
resources management can derive competitive advantage from their 
relevant activities. The results of the tests are then to be generalized from 
this rather specific sample of firms to the entire population of 
organizational and institutional companies/firms that incorporate Human 
Resources Departments as a strategic partner in their organizational map – 
naturally within the limitations of such generalizations. 
1.7. Research Approach 
     The fact that few studies have thus far focused on the role/effect of 
Strategic Human Resources Management (SHRM) in developing company 
competitive advantage could justify an explorative or descriptive research 
approach. While there is little existing research on the specific topic of this 
research in the Middle East region, the matter of HRM as a strategic 
partner essential for the development of competitive advantage in general 
has been studied extensively abroad, through which most of this research‟s 
references was based on. Thus, the existing body of knowledge in strategic 
human resources management and competitive advantage can be regarded 
as relatively well organized, which justifies adoption of an explanatory 
approach and development of relatively strong hypotheses. 
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1.8. Research Methodology 
     The following paragraphs discuss the methodology used in the research. 
First, the steps in selecting the sample are explained. Then, the process of 
collecting data from the sample firms themselves is discussed. 
1.8.1. Universe and Sample 
     The universe of the research was chosen based on the results of personal 
interview and consultation with HR professionals who identified the 
Palestinian Health Instrument industry to be the major current business 
which considers its human resources management to be of strategic 
importance to the organization. 
Accordingly, the research sample was derived from and consisted of the 
senior executives in human resources management and line positions in the 
two major health instrument companies, namely Siksik and Isleem ; the 
sample size ranged between 40-60 professionals. 
1.8.2. Data Collection 
     The literature data were collected from various available secondary 
resources that include published articles, books, past studies and website 
materials. 
     You will find that the research concentrates on the Descriptive and 
Inferential Analytical Approaches in testing its hypotheses in order to 
determine the nature of the relationship between the independent and the 
dependant variables. Empirical measures are utilized to establish this 
relationship through the aid of the a statistical analysis software. 
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     Descriptive research involves attempting to define or measure a 
particular observable fact, usually by attempting to estimate the strength or 
intensity of behavior or the relationship between two behaviors. In other 
words, these research approaches set out to describe the field in a 
comprehensive way. 
1.9. Research Limitations 
     The researcher faced lack of resources and case studies in the Middle 
East that tackle the core issue of the thesis with regards to linking SHRM 
with achieving and sustaining competitive advantage within the 
organization; hence, was obligated to rest upon previous studies, articles 
and case studies of western studies when discussing the theoretical section. 
     Nevertheless, this constraint in the specific matter of ensuring HRM‟s 
more proactive role in the decision-making process was an encouragement 
to further insist on the research of human resources as a strategic partner to 
a company as opposed to just merely being a support function. In some 
small way, it is hoped that this research could be considered a pilot 
research in the field of humanitarian studies, and specifically in the human 
resources field - which has become to be considered a phenomenon in the 
region as of late – and interesting enough to encourage fellow researchers 
to further study and investigate in the field. 
     Another major constraint faced by the researcher was the fact that the 
research 
population/sample does not prefer nor allow for the distribution of study 
questionnaires within their organizations; therefore, it was a great challenge 
being able to first grab the attention and then ultimately get the consent of 
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the HR Directors within the companies to allow for the distribution of the 
questionnaire between their HR supervisors and line managers, and then to 
gather the information which eventually lead to the formation of this 
research. 
     In addition, the companies would not disclose information regarding the 
total number of employees within the company, along with the breakdown 
in number of line and department managers; therefore the researcher was 
forced to mention the exact number of questionnaires that were ultimately 
gathered for the purposes of the research as opposed to the percentage of 
collected data to the total population per company. 
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Chapter Two 
Literature Review 
 
LITERATURE REVIEW 
    This section reviews the available relevant literature to this research. The 
review consists of three major parts. The first part reviews some 
fundamental definitions and properties of strategic human resources 
management. The second part defines the concept of competitive advantage 
and reviews relevant theoretical approaches to it. The third part introduces 
and defines selected aspects of SHRM practices which are central to the 
development of company competitive advantage. 
1.1. Strategy and Human Resources Management 
     When discussing business strategy, Boxall and Purcell  argue that “it is 
possible to find strategy in every business because it is embedded in the 
important choices managers and staff of the firm make about what to do 
and how to do it”. It is referred to by them as “strategic choice” or as the 
strategies firms adopt in dealing with strategic problems. A further 
dimension to this is that strategy is directed towards maintaining the 
viability of the organization and/or producing sustained advantage in the 
markets in which the organization exists. 
      A key issue to be resolved is how Human Resources Management 
(HRM) plays a part in influencing the direction and shape of the evolving 
strategy. Furthermore, if HRM is considered an integral part of the process 
of strategic choice, how is its influence affected? As with business strategy, 
it might be that strategic HRM is seen as contributing to strategic choice 
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within the organization by either maintaining viability or producing a 
sustained advantage. 
    Strategic HRM emphasizes the need for Human Resource (HR) plans 
and strategies to be formulated within the context of overall organizational 
strategies and objectives, and to be responsive to the changing nature of the 
organization‟s external environment. It is a model which, like all models, 
requires interpretation and adaptation by practitioners to ensure the most 
suitable fit between HR and business strategies and plans. Thus, the overall 
themes of Strategic Human Resource Management (SHRM) are the 
integration of the adherence of all HRM functions to broad organizational 
goals, and responsiveness to the external environment. 
    The term „strategy‟ is used to explain both the processes (e.g., 
organizational restructuring) and the outcomes (market position) of chosen 
long-term directions. It can be either a conscious, planned activity or a 
series of events which lead to a desirable objective. 
    Thus, SHRM is concerned with ensuring a strategic „alignment‟ or „fit‟ 
between business and HRM strategies. It necessarily involves an evaluation 
of the likely impacts of both the external and internal organizational 
environment, the long-term goals of the organization 
and the ways in which HRM strategy will enable the adaptation of human 
resources towards these goals. 
     Nankervis, Compton and Baird (2000) identified three types of linkages 
between HR and organizational strategies. First, there is the 
accommodative type. Here, HR strategies simply follow organizational 
strategies, accommodating the staffing needs of already chosen business 
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strategies. In this sense, „strategic‟ indicates that HRM is to follow the 
organization‟s business strategy. Second, there is the interactive type. It is 
characterized as a two-way communication process between HRM and 
corporate planning whereby HRM contributes to, and then reacts to, overall 
strategies. For this type, strategic HRM asserts that HRM is an active 
contributor to strategy development and execution. Third, there is a 
type known as fully integrated. For this type the HR specialist is intimately 
involved in the overall strategic process in both formal and informal 
interactions – a real reflection of strategic human resource management in 
practice (Nankervis et al, p. 37). The degree of involvement will extend to 
HRM being fully represented at the senior management level and HR 
personnel actively participating in strategic decisions, and might even 
involve an HRM appointment to the Board of Directors. 
     Many authors question the underlying philosophies and practical 
applications of HRM models. Similar concerns are raised about SHRM; its 
managerial focus, strategic perspectives and „realities‟ of HR practice have 
been questioned by several writers (Legge 1995; Guest 1997). SHRM is 
certainly concerned primarily with contributing to the „bottom line‟ success 
of an organization, which may sometimes involve a unitarist approach to 
the management of employees. 
     The strategy concept has developed as an important aspect of 
management since the dynamics and complexity of the world and business 
environment have increased. It is evident that the various schools of theory 
are incomplete, and debates over their merits because they are based in 
different paradigms. 
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     There is a major division between theories that see strategy as 
deliberate, i.e., the planned approach and performance designed by senior 
management, and those that see strategy as evolving actions arising from 
discourse and networks of individuals within the organization. 
     This leads to the understanding that the notion of strategy is not value-
neutral. How it is defined and used in organizations will impact the 
conceptualization of human resource management. Furthermore, the 
various studies of the notion of strategic human resource management and 
performance, and the subsequent discrepancies in results, only attest to the 
different constructs of strategy. 
     So, in the human resource literature there has been a debate over the 
compatibility between an integrated and consistent HR strategy and the 
need for alignment with business needs (Legge 1998; Boxall & Purcell 
2009). This dilemma has focused on the issue of whether all organizations 
should pursue a high commitment (best practice) bundle or adopt a more 
flexible, approach, allowing business units to aim for best fit with the 
external environment. Purcell (2009) has moved beyond this debate by 
rejecting the universal best practice solution as unsuitable to different 
business situations, and the bestfit concept as mismatched with the 
dynamic and strategic approach. 
     More generally, this reinforces the notion that the categories which the 
more rational perspectives on strategy treat as unproblematic – 
competence, the environment, competitiveness are themselves all 
constructs, not things in themselves. The means of them shift as they are 
positioned in the strategic story and in how they relate to each other. 
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Strategic Human Resources Management 
 
      SHRM involves the development of a consistent, aligned collection of 
practices, programs (strategies), and policies to facilitate the achievement 
of the organization‟s strategic objectives (Mello, 2011). 
     The SHRM literature is rooted in “manpower” planning, but it is the 
work of influential management experts (e.g., Ouchi, 1981) affirming the 
importance of the effective management of people as a source of 
competitive advantage, that encouraged academics to develop frameworks 
emphasizing the strategic role of the HR function (e.g., Beer et al., 1985; 
Fombrun et al., 1984) and attaching the prefix “strategic” to the term 
„human resource management‟. 
     Interest among academics and practitioners in linking the strategy 
concept to HRM can be explained from both the „rational choice‟ and the 
„constituency-based‟ perspective. There is a managerial logic in focusing 
attention on people‟s skills and intellectual assets to provide a major 
competitive advantage when technological superiority, even once achieved, 
will quickly erode (Barney, 1991; Pfeffer, 1994, 1998a). 
 
Concepts and Models 
 
     In spite of the increasing volume of research and scholarship, the 
precise meaning of strategic HRM and HR strategy remains problematic. It 
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is unclear, for example, which of these two terms relates to an outcome or a 
process (Bamberger & Meshoulam, 2001). For Snell et al. (1996, p. 96), 
SHRM is an outcome: “organizational systems designed to achieve 
sustainable competitive advantage through people”. For others, however, 
SHRM is viewed as a process: “the process of linking HR practices to 
business strategy‟ (Ulrich, 1997, p. 89). Similarly, Bamberger and 
Meshoulam (2000, p. 6) describe SHRM as „the process by which 
organizations seek to link the human, social, and intellectual capital of their 
members to the strategic needs of the firm”. 
      According to Ulrich (1997, p. 190) “HR strategy” is the outcome: “the 
mission, vision and priorities of the HR function”. Consistent with this 
view, Bamberger and Meshoulam (2000, p. 5) conceptualize HR strategy 
as an outcome: “the pattern of decisions regarding the policies and 
practices associated with the HR system”. The authors go on to make a 
useful distinction between senior management‟s “espoused” HR strategy 
and their “emergent” strategy. The espoused HR strategy refers to the 
pattern of HR-related decisions made but not necessarily implemented, 
whereas the emergent HR strategy refers to the pattern of HR-related 
decisions that have been applied in the workplace. Thus, “espoused HR 
strategy is the road map … and emergent HR strategy is the road actually 
traveled” (Bamberger & Meshoulam, 2000, p. 6). 
     We begin the discussion of SHRM and HR strategy with a focus on the 
link between organizational strategy formulation and strategic HR 
formulation. 
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     In Figure 2, the two-way arrows on the right-hand side (showing both 
downward and upward influence on strategy) depict this type of proactive 
model. 
 
Figure 2 ~ Hierarchy and strategic decision making 
     At the other end of the continuum is the “reactive” orientation, which 
sees the HR function as being fully subservient to corporate and business-
level strategy, and organizational-level strategies as ultimately determining 
HR policies and practices. Once the business strategy has been determined, 
an HR strategy is implemented to support the chosen competitive strategy. 
This type of reactive orientation would be depicted in Figure 2 above by a 
one-way downward arrow from business- to functional-level strategy. 
     In this sense, an HR strategy is concerned with the challenge of 
matching the philosophy, policies, programs, practices and processes – the 
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„five Ps‟ – in a way that will stimulate and reinforce the different employee 
role behaviors appropriate for each competitive strategy (Schuler, 1992). 
    The importance of the environment as a determinant of HR strategy has 
been incorporated into some models. Extending strategic management 
concepts, Bamberger‟s (2000) model depicts links between three poles: the 
environment, human resource strategy and the business strategy (Figure 4). 
In the hierarchy of the strategic decisionmaking model (see Figure 3 
above), the HR strategy is influenced by contextual variables such as 
markets, technology, national government policies, European Union 
policies and trade unions. Purcell and Ahlstrand (1994) argue, however, 
that those models which incorporate contextual influences as a mediating 
variable of HR policies and practices tend to lack “precision and detail” in 
terms of the precise nature of the environment linkages, and that “much of 
the work on the linkages has been developed at an abstract and highly 
generalized level”  
 
Figure 3 ~ Environment as a mediating variable for human resource 
management strategies 
 Source: Bamberger 2000 
    In the late 1990s, Purcell made a significant contribution to research on 
business–HRM strategy. Drawing on the literature on “strategic choice” in 
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industrial relations (e.g., Kochan et al., 1996) and using the notion of a 
hierarchy of strategy, Purcell (1999) identified what he called “upstream” 
and “downstream” types of strategic decisions. The upstream or “first 
order” strategic decisions are concerned with the long-term direction of the 
corporation. If a first order decision is made to take over another enterprise, 
a second set of considerations applies concerning the extent to which the 
new operation is to be integrated with or separate from existing operations. 
     These are classified as downstream or “second order”, strategic 
decisions. Different HR strategies are called “third-order” strategic 
decisions because they establish the basic parameters for managing people 
in the workplace. Purcell (1999, p. 71) wrote, “[in theory] strategy in 
human resources management is determined in the context of first-order, 
long run decisions on the direction and scope of the firm‟s activities and 
purpose … and second order decisions on the structure of the firm”. 
     In a major study of HRM in multidivisional companies, Purcell and 
Ahlstrand (1998) argue that what actually determines HR strategy will be 
determined by decisions at all three levels and by the ability and leadership 
style of local managers to follow through goals in the context of specific 
environmental conditions. Case study analysis has, however, highlighted 
the problematic nature of strategic choice model-building. 
     Another part of the strategic HRM debate has focused on the integration 
or “fit” of business strategy with HR strategy. This shift in managerial 
thought, calling for the HR function to be “strategically integrated”, is 
depicted in Beer et al.‟s (2001) model of HRM. The authors adopted the 
need to establish a close two-way relationship or “fit” between the external 
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business strategy and the elements of the internal HR strategy: “An 
organization‟s HRM policies and practices must fit with its strategy in its 
competitive environment and with the immediate business conditions that it 
faces” (Beer et al., 2001, p. 25). The concept of integration has three 
aspects: 
• the linking of HR policies and practices with the strategic management 
process of the organization; 
• the internalization of the importance of HR on the part of line managers; 
• the integration of the workforce into the organization to foster 
commitment or an “identity of interest” with the strategic goals. 
 
Not surprisingly, this approach to SHRM has been referred to as the 
“matching” model. 
 
 
 
The Matching Model 
 
          Early interest in the “matching” model was evident in Devanna et 
al.‟s (2002: pg. 37) work: “HR systems and organizational structure should 
be managed in a way that is congruent with organizational strategy”. This 
is close to Chandler‟s (1995) distinction between strategy and structure and 
his often-quoted maxim that “structure follows strategy”. In the Devanna et 
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al. model, HRM–strategy–structure follow and feed upon one another and 
are influenced by environmental forces (Figure 5). 
     Similarly, the notion of “fit” between an external competitive strategy 
and the internal HR strategy is a central tenet of the HRM model advanced 
by Beer et al. (2002). The authors emphasize the analysis of the linkages 
between the two strategies and how each strategy provides goals and 
constraints for the other. There must be a “fit between competitive strategy 
and internal HRM strategy and a fit among the elements of the HRM 
strategy” (Beer et al., 2001, p. 13). The relationship between business 
strategy and HR strategy is said to be “reactive” in the sense that HR 
strategy is subservient to “product market logic” and the corporate strategy. 
The latter is assumed to be the independent variable (Purcell & Ahlstrand, 
1994). 
     As Miller (1987) emphasizes, “HRM cannot be conceptualized as a 
stand-alone corporate issue. Strategically speaking it must flow from and 
be dependent upon the organization‟s (market oriented) corporate 
strategy”. There is some theorization of the link between product markets 
and organizational design, and approaches to people management. Thus, 
for example, each competitive strategy involves a unique set of responses 
from workers, or “needed role behaviors”, and a particular HR strategy that 
might generate and reinforce a unique pattern of behavior (Cappelli & 
Singh, 1992; Schuler & Jackson, 1987). HRM is therefore seen to be 
“strategic by virtue of its alignment with business strategy and its internal 
consistency” (Boxall, 1992). 
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Figure 4 ~ Devanna et al.’s strategic human resource management 
“matching model”  
Source: Devanna et al. (2002) 
 
Evaluating Strategic Human Resources Management and Models of 
Human Resources Strategy 
     Existing conceptualizations of SHRM are predicated upon the 
traditional rational perspective to managerial decision-making – definable 
acts of linear planning, choice and action – but critical organizational 
theorists have challenged these assumptions, arguing 
that strategic decisions are not necessarily based on the output of rational 
calculation. 
     The assumption that a firm‟s business-level strategy and HR system 
have a logical, linear relationship is questionable given the evidence that 
strategy formulation is informal, politically charged and subject to complex 
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contingency factors (Bamberger & Meshoulam, 2000; Monks & 
McMackin, 2001). As such, the notion of consciously aligning business 
strategy and HR strategy applies only to the “classical” approach to 
strategy (Legge, 1995). Those who question the classical approach to 
strategic management argue that the image of the manager as a reflective 
planner and strategist is a myth. Managerial behavior is more likely to be 
uncoordinated, frenetic, ad hoc and fragmented. 
     The political perspectives on strategic decision-making make the case 
that managerial rationality is limited by lack of information, time and 
“cognitive capacity” as well as that strategic management is a highly 
competitive process in which managers fiercely compete 
for resources, status and power. Within such a management milieu, 
strategies can signal changes in power relationships among managers 
(Mintzberg et al., 1998). 
     Alternatively, strategic decision-making may be conceptualized as a 
“discourse” or body of language-based communication that operates at 
different levels in the organization. In this regard, Hendry (2000) argues 
persuasively that a strategic decision takes its meaning from the discourse 
and social practice within which it is located, such that a decision must be 
not only effectively communicated, but also “re-communicated” until it 
becomes embodied in action. This perspective reaffirms the importance of 
conceptualizing management in terms of functions, contingencies and skills 
as well as the leadership competence of managers. Whatever insights the 
different perspectives afford on the strategic management process, critical 
organizational theorists have suggested that the term “strategic” is no 
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longer fashionable in management thought and discourse, having gone 
from “buzz-word to boo-word” (Thompson & McHugh, 2002, p. 110). 
     A second limitation of SHRM and HR strategy theory is the focus on 
the connection between external market strategies and HR function. It is 
argued that contingency analysis relies exclusively on external marketing 
strategies (how the firm competes) and disregards the internal operational 
strategies (how the firm is managed) that influence HR practices and 
performance (Purcell, 1999). 
     In an industry in which a flexible, customized product range and high 
quality are the key to profitability, a firm can adopt a manufacturing 
strategy that allows, via new technology and self-managed work teams, for 
far fewer people, but ones who are functionally flexible, within a 
commitment HR strategy regime. The major limitation of a simple SHRM 
model is that it privileges only one step in the full circuit of industrial 
capital. To put it in another way, the SHRM approach looks only at the 
realization of surplus value within product markets rather than at complex 
contingent variables that constitute the full transformation process. As 
Purcell (1999, p. 37) argues, “we need to be much more sensitive to 
processes of organizational change and avoid being trapped in the logic of 
rational choice”. 
     Another limitation of most current studies examining SHRM is the 
conceptualization of managerial control. The basic premise of the 
typologies of HR strategy approach is that a dominant HR strategy is 
strongly related to a specific competitive strategy. Thus, the commitment 
HR strategy is most likely to be adopted when management seek to 
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compete in the marketplace by using a generic differentiation strategy. This 
might be true, but the notion that a commitment HR strategy follows from a 
real or perceived “added-value” competitive strategy is more problematic 
in practice. Moreover, it is misleading to assume that managerial behavior 
is not influenced by the indeterminacy of the employment contract and by 
how to close the “gap” between an employee‟s potential and actual 
performance level. Reflecting on this problem, Colling (1995, p. 29) 
correctly emphasizes that “added-value” [differentiation] strategies do not 
preclude or prevent the use of managerial control over employees … few 
companies are able to operationalize addedvalue programs without cost-
constraints and even fewer can do so for very long”. Others have gone 
beyond the “organizational democracy” rhetoric and acknowledge that “It 
is utopian to think that control can be completely surrendered” in the 
“postmodern” work organization (Cloke & Goldsmith, 2002, p. 162). 
     Consistent with our earlier definition of strategy – as a specific pattern 
of decisions and actions – managers do act strategically, and strategic 
patterns do emerge over a period of time (Thompson & McHugh, 2002). 
One strategic decision and action might, however, undermine another 
strategic goal. In a market downturn or recession, for example, there is a 
tendency for corporate management to improve profitability by downsizing 
and applying more demanding performance outcomes at the unit level. 
     This pattern of action constitutes a strategy even though manifesting a 
disjunction between organizational design and employer–employee 
relations. As Purcell (1994) points out, an organization pursuing a strategy 
of acquisition and downsizing might “logically” adopt an HR strategy that 
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includes the compulsory layoff of non-core employees and, for the 
identifiable core of employees with rare attributes, a compensation system 
based on 
performance results. In practice, the resource-based approach predicts a 
sharp differentiation within organizations “between those with key 
competencies, knowledge and valued organizational memory, and those 
more easily replaced or disposed of” (Purcell, 
1999, p. 36). In such a case, the business strategy and HR strategy might 
“fit”, but, as Legge (1995, p. 126) points out, these HR policies and 
practices “although consistent with such a business strategy, are unlikely to 
generate employee commitment” (1995, p. 126). Thus, achieving the goal 
of “close fit” of business and HR strategy can contradict the goal of 
employee commitment and cooperation. 
     It is important to emphasize that however committed a group of 
managers might be to a particular HR strategy (e.g., the commitment HR 
strategy); there are external conditions and internal “structural 
contradictions” at work that will constrain management action (Streeck, 
1987). The kind of analysis explored here is nicely summed up by 
Hyman‟s pessimistic pronouncement that “there is no “one best way” of 
managing these contradictions, only different routes to partial failure” 
(1987, quoted in Thompson & 
McHugh, 2002, p. 108). 
 
 
 27 
1.2. Competitive Advantage 
     Critical to a corporation's growth and prosperity is gaining and retaining 
competitive advantage. Although corporations may pursue many paths to 
this end, one that is frequently not recognized is capitalizing on superior 
human resource management. Currently, many companies recognize the 
growing importance of their human resources, but few are conceptualizing 
them in strategic terms - in ways to gain a competitive advantage. As a 
result, many companies forego the opportunity to seize competitive 
advantage through human resource practice initiatives. However, there are 
a few companies that do not forego the opportunity. 
      The firm is regarded as a cohesive organism, which learns to adopt or 
find better ways of doing things essentially in response to its environment. 
The question then is what really the firm should do to maintain or to 
optimize its situation in its changing environment? 
Should it focus on its financial situation, its technology, or its human 
resources? To answer this question we should at first see what other 
researchers have concluded. Barney (1991) suggests that, in order for a 
resource to qualify as a source of sustained competitive advantage, the 
resource must add value to the firm, it must be rare, it must be inimitable 
and it must be non-substitutable. Wright, et al (1994) has shown that 
human resources 
meet Barney‟s criteria for being a source of sustainable competitive 
advantage. Coff (1994) argues that human assets are a key source of 
sustainable advantage because of causal ambiguity and systematic 
information making them inimitable. 
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     Guest (1990) says that if management trust their workers and give them 
challenging assignments, workers in return will respond with high 
motivation, high commitment and high performance. Gratton (1997) 
identified six factors for success: the commitment of top management; the 
motivation and aspirations of recruits; the core capabilities of the 
management team; the team‟s aspiration; its ability to build and maintain 
alliances; and the integration of the business into a global network. What 
does that mean to us? It means that sources of competitive advantage have 
shifted from financial resources to technology resources and now to human 
capital. 
     In other words, success does not depend primarily on the size of the 
budget or the products supporting technologies; it really depends on 
employee‟s attitudes, competencies and skills; their ability to generate 
commitment and trust, communicate aspirations and work in complex 
relationships. Now we know that one of the sources of competitive 
advantage is the employees. Then what is needed to achieve competitive 
advantage through them? The answer lies in competitive strategy and 
human resource practices. 
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competitive Strategy 
 
       Historical Review 
     In the literature on and for capitalist management, the notion of strategy 
has become increasingly popular. The strategy concept extracted from the 
Greek word “strategos”, a general, which in turn comes from roots 
meaning “army” and “lead” (Legge 1995: 96); but the Greeks provided no 
clear description. Conventionally, strategy is assumed to involve the 
planning and directing of the organization towards some goals and 
objectives. In any business, there are certain market-related issues which 
are strategic, and there are also certain market-related decisions which are 
strategic. These sets of strategic decisions are interrelated. We need a 
theory of strategy, which acknowledges both and does not downplay one or 
the other. 
     A strategy, whether it is an HR strategy or any other kind of 
management strategy, must have two key elements: there must be strategic 
objectives (i.e. things the strategy is supposed to achieve), and there must 
be a plan of action (i.e. the means by which it is proposed that the 
objectives will be met). Schermerhorn (1993) defines strategy as a 
comprehensive plan of action that sets critical direction for an organization 
and guides the allocation of its resources. 
     What is competitive strategy? Porter (1985) defines the competitive 
strategy as the positioning of a company in its competitive environment, 
and also poses two important questions: 
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1. What is the structure or the attractiveness of the industry which the 
company is in? 
2. What is the company‟s position in its competitive environment? 
     To answer the first question a company, as an organization, should 
analyze its industry by focusing on the following points (industrial 
analysis): 
1. Begin with understanding your industry. 
2. Focus attention on significant forces. 
3. Watch out for industry change. 
     To answer the second question (competitive position), a further question 
arises: How does a company achieve superior performance? 
     To be a superior performer in any industry, the company must have a 
sustainable competitive advantage which its rival cannot copy or duplicate. 
     The competitive advantage can be sustained by one of the following two 
ways (Porter 1985); 
1. Either the company can be lucky enough to come up with something that 
its rivals cannot copy, which is very rare, or 
2. The company is improving so fast that its rivals can not catch up. 
 
competitive Advantage 
     When a firm is implementing a value creating strategy not 
simultaneously being implemented by any current or potential competitors, 
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then we can say the firm has a competitive advantage. And when a firm is 
implementing a value creating strategy not 
simultaneously being implemented by any current or potential competitors 
and when these other firms are unable to duplicate the benefits of this 
strategy, then we can say the firm has a sustained competitive advantage 
(Barney2001). 
    There are two major models that have to be considered when discussing 
competitive advantage. The first one is the position or environmental 
model and the second one is the resource-based view model. 
 
The Position or Environment Model 
     In order to achieve a competitive advantage, the firm is required to 
make a choice about the type of competitive advantage it seeks to attain 
and the scope within which it will attain it. Choosing the competitive scope 
or the range of the firm‟s activities can play a powerful role in determining 
competitive advantage because it aims to establish a profitable and 
sustainable position against the forces that determine industry competition. 
     Csikszentmihalyi (1988) noted that what we call creative is never the 
result of individual action alone; it is the product of three main shaping 
forces: a set of social institutions, or field, that selects from the variations 
produced by individuals those that are worth preserving; a stable cultural 
domain that will preserve and transmit the selected new ideas or forms to 
the following generations; and finally the individual, who brings about 
some change in the domain, a change that the field will consider to be 
 32 
creative. Creativity is a phenomenon that results from interaction between 
these three systems. Without a culturally defined domain of action in which 
innovation is possible, the person cannot even get started. And without a 
group of peers to evaluate and confirm the adaptiveness of the innovation, 
it is impossible to differentiate what is creative from what is simply 
statistically improbable or bizarre (Dean 1998). 
     Schuler and Jackson (1987) have derived from Porter‟s discussion of 
competitive advantage three competitive advantage strategies that 
organizations can use to gain competitive advantage: innovation, quality 
enhancement and cost reduction. 
Innovation Strategy ***the primary focus here is developing products or 
services different from those of competitors or offering something new and 
different. A vital component of any innovation strategy is getting 
employees to broaden their skills. 
Quality Enhancement Strategy ***the primary focus here is enhancing the 
product and/or services. Quality enhancement often means changing the 
processes of production in ways that require workers to be more involved 
and more flexible. 
Cost Reduction Strategy ***firms typically attempt to gain competitive 
advantage by being the lowest cost producer. 
     The question is who brings the innovation, quality and cost reduction 
strategy to the firm? It is believed that it comes from the right employee 
who is motivated by the right human resources practices. In the next 
sections, issues of how the right employee is motivated will be tackled. 
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The Resource-Based View Model 
 
       What are the firm resources?  
     Firm resources include all assets, capabilities, organizational processes, 
firm attributes, information, knowledge, etc. controlled by a firm that 
enable the firm to conceive of and implement strategies that improve its 
efficiency (doing things right) and effectiveness (doing the right things). In 
the language of traditional strategic analysis, firm resources are strengths 
that firms can use to conceive of and implement their strategies. Firm 
resources can be conveniently classified into three categories: physical 
capital resources, human capital resources and organizational capital 
resources.  
     Physical capital resources include the physical technology used in a 
firm, a firm‟s plant and equipment, its geographic location, and access to 
raw materials. Human capital resources include the training, experience, 
judgment, intelligence, relationships and insight of individual managers 
and workers in a firm. The organizational capital resources include a 
firm‟s formal reporting structure, its formal and informal planning, 
controlling, and coordinating systems, as well as relations among groups 
within a firm and between a firm and those in its environment (Barney 
1991: 101). 
      The resource-based view of the firm is presently being advertised as an 
alternative theory of strategy to that developed by Porter. Instead of 
focusing on positioning in the product market, it argues that firms achieve 
sustainable competitive advantage by developing resources, which add 
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unique or rare value, which can‟t easily be copied by others. Thus the firm 
with superior access to physical resources, which others can not buy, holds 
a superior advantage. 
      Barney (1991) suggests that in order to understand sources of sustained 
competitive advantage, it is necessary to build a theoretical model that 
begins with the assumption that firm resources may be heterogeneous and 
immobile. To have this potential, a firm resource must have four attributes: 
• It must be valuable, in the sense that it exploits opportunities and/or 
minimizes threats in a firm‟s environment. 
• It must be rare among a firm‟s current and potential competition. 
• It must be imperfectly imitable. 
• There can not be strategically equivalent substitutes for this resource that 
are valuable but neither rare nor imperfectly imitable. 
    Firm resources can be imperfectly imitable for one or a combination of 
three reasons: 
1. The ability of a firm to obtain a resource is dependent upon unique 
historical conditions. 
2. The link between the resources possessed by a firm and firm‟s sustained 
competitive advantage is causally ambiguous. 
3. The resource generating a firm advantage is socially complex. 
    Wright, et al. (1994) has shown that the human resources can be a source 
of competitive advantage because they meet the criteria for being a source 
of sustainable competitive advantage. Human resources add value to the 
firm, are rare, cannot be imitated and are not sustainable. Also they have 
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characterized human resources by unique historical conditions, causal 
ambiguity and social complexity, which means that not all firms can 
successfully develop human resources as a sustained competitive advantage 
through imitating the HR practices of firms that have successfully 
developed human resources. 
    Competitive advantage can best be achieved by seeking improvement in 
the management of people; in other words, through better utilization of 
human resources. From the standpoint of researchers interested in 
competitive advantage, the resourcebased 
view of the firm provides a framework for examining the role of human 
resources in competitive success and forces us to think more clearly about 
the quality of the workforce skills at various levels and the quality of the 
motivation climate created by strategic human 
resource management (Boxall 1996). The next section will focus on the 
strategic human resource management and competitive advantage. 
trategic HRM and Competitive Advantage 
 
     The struggle to gain competitive advantage in markets that grow more 
fiercely contested day to day has radically altered the complexion of many 
businesses. The HRM theorists start arguing that HRM should be 
recognized as a source of competitive advantage. The field of strategic 
human resource management has grown up alongside the field of strategic 
management in recent years. It represents attempts by HRM researchers to 
relate the worlds of HRM and strategic management to each other (Boxall 
S 
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1992 and Wright & McMaham 1992). Some researches have shown two 
models for strategic human resource management, which will be 
considered. 
A .. The Matching Model or Behavioral Perspective 
     The “matching model” (Boxall 1992) or “behavioral perspective” 
(Wright and McMalan 1992) of strategic HRM is advocated by Fomburn et 
al 1984. In its simplest form, the matching model asserts that 
organizational effectiveness depends on a “tight - fit” between HRM 
strategy and business strategy. The essential idea of this model is that HR 
practices should be matched to the firm‟s desired competitive position. 
This is seen to make the organization more effective. 
     In other words, management should work out what “behaviors” are 
required by the choice of a particular business position and adopt those HR 
practices, which reinforce them. 
     Some authors argues that the firms should choose whether they want to 
be cost leaders, or differentiators on the basis of some superior non-price 
feature such as superior quality, delivery or service. If for example, 
management chooses a business strategy of 
differentiation from competitors on the basis of higher levels of product 
innovation, this would call for creative, risk-oriented and co-operate 
behavior. The HR practices would therefore include (Schular and Johnson 
1987 cited by Boxall, 1995, Chapter 12): selecting highly skilled 
individuals, giving employees more discretion, using minimal controls, 
making a greater investment in human resources, providing more 
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resources for experimentation, allowing and even rewarding occasional 
failure, and appraising performance for its long-run implications. 
     On the other hand, if management wants to pursue cost leadership, this 
entails designing jobs which are repetitive, minimal training, cutting staff 
numbers to the minimum and rewarding high output and predictable 
behavior. 
     The attraction of the matching model clearly lies in its simplicity and 
the way it offers a basis for integrating HR practices. The different 
functions of HRM are brought together around a common theme, 
behavioral consistency with pre-selected competitive position. If we think 
in terms of conceptual framework, this is the outcome desired by 
management. 
     Boxall 1995 has shown several weak points in this model such as; what 
is strategy; the typological problem; the unitarism issue; the issue of 
strategy making, and the dynamism issue. 
B .. The Capabilities Model 
     The matching model of strategic HRM is linked to the product market 
oriented views of strategy advocated by Michael Porter 1985. A second 
model is linked to the resource based view of the firm. 
     The resource-based perspective offers a way of theorizing the 
contribution of HR strategy that does not rest solely on the reactive notions 
of the positioning model. 
      Human resources can be defined as the pool of human capital under 
the firm‟s control in a direct employment relationship (Wright, et al 1994). 
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In resource-based thinking, HRM can be valued not only for its role in 
implementing a given competitive scenario but for its role in generating 
strategic capability (Barney 1991) and for its 
potential to create firms which are more intelligent and flexible than their 
competitors over the long term; firms which exhibit superior levels of co-
operation and operation (Grant 1991). By hiring and developing talented 
staff and “synergizing” their contribution within 
the resource bundle of the firm, HRM may lay the basis for sustained 
competitive advantage. 
     In order to get a more complete model of strategic HRM, it should be 
linked to the employment relationship. A theory of strategic HRM must be 
built on credible assumptions about the nature of strategic management on 
the one hand and the wage-work bargain or employment exchange on the 
other. 
      The resource-based view of the firm, quite clearly, provides a basis for 
asserting that key human resources are sources of competitive advantage. It 
helps to lay the intellectual basis for a “capabilities” model of strategic 
HRM. Such a model builds on the obvious point that learning is something 
that people do. Applying learning in a company involves people with skills 
who want to act together and who co-operate in powerful ways. 
      These are merely a tentative set of ideas but they show how a 
capabilities model of strategic HRM offers advantages over the matching 
model because it forces us to think more clearly about the quality of the 
workforce skills at various levels and the quality of the motivation climate 
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created by management. The matching model fails to take a long term view 
of skill development and simply takes worker motivation for granted. 
 
 
1.3. Aspects of Strategic Human Resources Management 
     Nowadays, it is a common belief in both the business and the academic 
world that the human resources of an organization can be a source of 
competitive advantage, provided that the policies for managing people are 
integrated with strategic business planning and organizational culture 
(Beer, Spector, Lawrence, Quinn, Mills, & Walton, 1985). This approach 
emphasizes the importance of congruence between human resource policies 
and organizational objectives. Recent research has focused on the links 
between human resource management and performance (Guest 2003, 2004; 
Purcell 2002, 2004), and much of the growing body of international 
literature in the field is built upon the premise that human resource 
management is linked closely to the emergent strategies, especially 
of large organizations, both public and private. 
     There is a need to question the reality of the link between Human 
Resource Management (HRM) and developing company competitive 
advantage through company and employee performance. First, an analysis 
of data relating to the question of a link between Strategic Human Resource 
Management (SHRM) and performance reveals that there is uncertainty as 
to the direction of the link. Can better performing organizations attribute 
their good performance to the quality of their HRM or is the standard of 
their 
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performance due to other factors? The quality of HRM might be an 
outcome of performance rather than a contributing factor to that 
performance. Second, there are questions about the meaning of a strategic 
approach to HRM. What makes an organization‟s approach to HRM 
“strategic” and is there a satisfactory method of differentiating between an 
approach to HRM that might be considered “strategic” or one that is not 
seen to be strategic? 
     This research is directed at testing whether or not there is a good fit 
between SHRM aspects and competitive advantage in an organization. It 
considers available evidence to establish whether organizations that use 
HRM strategically, can develop and sustain competitive advantage, which 
ultimately enhances organizational performance. 
 
 
1.3.1. Socialization 
     Critical to organizational survival in the twentieth century is the creation 
of a committed workforce fostered by a strong organizational culture 
manifested in superior Human Resource Management (HRM) practices. In 
view of the emphasis on organizational culture, it is further argued that for 
organizations to have order and consistency and thereby gain and sustain 
competitive advantage there should be systematic ways of bringing 
newcomers into the organization. Implicit in this argument is a call for 
renewed emphasis on socialization as an HRM practice. Operating in a 
strategic HRM framework, this research argues that the thoroughness of 
socialization practices and therefore the level of employee commitment 
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depend on the organization's business strategy. Propositions linking 
socialization practices, organizational culture and team dynamics are 
suggested. 
     Socialization is the process by which newcomers learn the behaviors, 
values, beliefs, and social knowledge to accept their new roles and function 
effectively within the organization (McShane, 1998; Van Maanen, 1976). It 
affects how long an individual remains employed with the organization 
based on his/her ability to adjust to the work and its environment. The 
general theory asserts that people who are well socialized into an 
organization are more likely to stay and develop their careers with that 
organization. This is a critical process for individuals pursuing successful 
careers and for organizations building effective workforces. 
 
The Organizational Socialization Process 
     The organizational socialization process unfolds within human resource 
management processes. Recruitment and selection systems identify 
candidates who are considered for employment and those who are 
eventually hired. These processes are often designed to hire a particular 
type of person who will fit into the organization. Furthermore, recruitment 
and selection activities are often first-contact experiences for the newcomer 
and organization; they help shape initial expectations each has about the 
other. 
     There are several stage models of organizational socialization; each 
describes evolving experiences of newcomers as they adjust to a new 
job/organization. Most of these models describe three basic stages 
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beginning with anticipatory socialization, entry-encounter experiences, and 
ending with change and mutual acceptance (Fisher, 1986). The 
anticipatory socialization stage describes how early job/organization 
expectations are shaped as a person selects and prepares for a particular 
career. Career choices are often based on rough ideas or expectations of 
what that career will be like. For example, a person‟s family, teachers, and 
friends might share their experiences and influence an individual to choose 
a career in business. Furthermore, managers and recruiters can help a job 
candidate form specific expectations about an organization and the 
candidate‟s role within that organization. The extent to which these 
expectations are met on the job will define the amount of adjustment 
required to successfully fit into the organization. 
     The second stage of socialization typically includes early learning and 
adjustments after organizational entry. The newcomer learns how to do the 
job as well as how to fit into the organization‟s culture. This learning stage 
includes the sense making process that helps the newcomer reconcile 
unmet expectations and surprises. Organizations can conduct formal 
orientation and training programs to help newcomers learn how work is 
conducted in the organization. In addition, informal learning occurs on the 
job as the newcomer observes and solicits information from superiors, 
peers, and subordinates. These informal lessons may reinforce formal 
organizational procedures or they may introduce informally acceptable 
behaviors that are not sanctioned by the organization. 
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The final stage of socialization generally recognizes successful adjustment 
as an organizational newcomer is transformed into an organizational 
insider. Insiders have “learned the ropes” to fit in and can serve as valuable 
resources of information for future newcomers. Organizations may hold 
initiation ceremonies or rites of passage to signify that a newcomer is no 
longer a rookie or recruit, but a full-fledge member of the organization. 
     Although most of the research on organizational socialization centers on 
newcomers, some studies recognize that insiders can learn more about their 
own roles as they socialize newcomers or as newcomers precipitate shifts 
in role expectations for insiders. 
     Current research has focused on the individual perspective examining 
information seeking by newcomers as they attempt to comprehend the 
organization and its defining characteristics. In addition, some research has 
sought to go beyond information acquisition per se to understand how 
informal, insider processes influence newcomer socialization. 
    For example, much of the information seeking research has focused on 
active newcomer efforts to ask questions and inquire of insiders. However, 
active efforts by supervisors and coworkers to socialize newcomers are 
relatively more important to adjustment than newcomer pro-action (Ostroff 
& Kozlowski, 1992). Positive work relationships with supervisors and 
peers reduce negative effects of unmet expectations on job satisfaction and 
other traditional indicators of socialization effectiveness. 
     The research literature on information seeking and successful 
socialization is mixed. Some studies support a positive link with findings 
that show information seeking reduces uncertainty about the newcomer‟s 
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job/organization, which in turn, helps build the newcomer‟s competence 
and self-efficiency. Conversely, other studies found negative links between 
information seeking and newcomer socialization when there are social 
costs if a newcomer is constantly asking questions, or if feedback is not 
positive. Thus, information seeking may backfire on newcomers who ask 
too many questions because insiders may perceive them as incompetent, 
intrusive, or meddlesome. Finally, there may be no link between 
information seeking and socialization if the information is not related to 
adjustment and/or the newcomer cannot use the information to facilitate his 
or her work adjustment. 
     The organizational socialization process is complex because it involves 
actions taken by both the newcomer and the organization, and lessons 
learned may be intentional or unintentional. Newcomers will go through a 
socialization process, regardless of what the organization may do or not do; 
thus good human resource management would prescribe some planning to 
guide employee adjustment to the job and organization. 
     Transparent human resource practices that support the organization‟s 
mission and values are more likely to help employees make sense of their 
roles in the organization than management practices that conflict with or 
confuse employees. For example, mentors can provide an informal, 
personal socialization process when senior members tutor junior members 
and groom them for successful careers within the organization. 
     Although this mentoring may be informal, managers and supervisors 
who are likely to be mentors can be trained to provide positive socialization 
experiences for their newcomers. 
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     The socialization process is not entirely controlled by the organization; 
nor is it entirely controlled by the individual. The mix of formal 
organizational interventions (e.g., orientation program) and informal 
interventions (e.g., a mentor) may not provide compatible lessons, thus 
rendering the sense making process complex. Furthermore, an individual‟s 
acquisition of knowledge does not always occur at a conscious level. A 
newcomer‟s learning may be implicit - knowledge gained from 
observations and experiences but without a concerted, conscious awareness 
that one has learned anything (Chao GT, 1997). The first day on a new job 
is often one of information overload for the newcomer. Explicit lessons 
(e.g., a supervisor explains the workload to a newcomer) and implicit 
lessons (e.g., a newcomer feels uncomfortable around a particular 
supervisor) merge to help the newcomer determine if he or she fits with the 
organization. The tacit knowledge gained from implicit learning serves as a 
base for a newcomer‟s sense of intuition. This intuition could influence 
subsequent attitudes and behavior. Thus, a 
newcomer may not be able to articulate why he or she feels uncomfortable 
about a supervisor, but that feeling may signal potential problems as the 
socialization process unfolds. 
1.3.2. Training Practices 
     People have always been central to organizations, but today their 
strategic importance is growing in the knowledge-based business world 
like never before. An organization‟s success is becoming increasingly 
dependant on the knowledge, skills, and abilities of its employees. Without 
these assets companies would surely fail. How a business is managed and 
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how they take care of their employees and customers helps set the core 
competencies which set an organization aside from its competitors. It is 
important to align the company‟s strengths and internal capabilities to that 
of the external market. 
     Companies are always looking for more efficient ways to produce goods 
and services. When new technological advancements give a company a 
competitive advantage, their competitors can easily catch up by 
implementing and improving on the new technology. To be successful in 
today‟s market, companies need an extremely capable, flexible and 
dedicated workforce, a flexible and innovative management, and the 
capability to hold on to developed talent. To accomplish these objectives, 
the company needs a talented HR department. 
     In addition to hiring the right people to carry out specific jobs, HR 
managers have to build up dedication and allegiance among the workforce 
by keeping them up to date about company plans, as well as laying out the 
implications for job security and working conditions. 
 
Employees’ Skills and Training: Critical Success Factors 
     To be successful, companies must be flexible to allow an adjustment in 
production and resources to meet changing markets and customer demands. 
They must, therefore, have employees that possess the skill and training 
required to perform a range of different tasks. A lack of employee 
flexibility has historically been the source of the collapse of a number of 
large companies. Therefore, offering skilled employees high level of 
participation, independence, preparation, fair wages, and benefits can be a 
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way to attract, inspire, and maintain competent employees who will be 
dedicated to the long-term goals of the company. The effects of a versatile, 
skilled and committed labor force results in a very productive organization, 
which in turn gives the employees job security. It is essential for a 
company to have flexible employees, if they are going to be competitive in 
the market. 
     A firm can achieve a competitive advantage when it has employees that 
are valuable and well organized. Companies that do a superior job of 
managing their employees through increasing their knowledge, developing 
their skills and improving their capabilities add value to the organization. 
Managers must develop strategies for recognizing and hiring the finest 
talent obtainable. Once they hire these individuals, they must make them 
valuable assets to the company. They must then develop these employees 
in ways that are specific to the needs of the company, encouraging them to 
generate new ideas while familiarizing them with the company‟s strategies. 
     Employee management is an essential function within a company both 
traditionally, and more importantly, strategically. Before a company can 
plan for its needs, it must be aware of its organizational goals and strategy. 
If managers are to increase productivity, reduce costs, and improve their 
organization‟s competitive advantage, they must focus on how to skillfully 
treat personnel. They need to create an effective compensation plan, focus 
on motivating employees, become good leaders, recruit and hold on to 
qualified personnel, develop effective training programs, reward and take 
care of their employees, promote change, and create an environment that 
supports the employees. 
 48 
     The Human Resource Manager‟s outlook is filled with challenges and 
opportunities for overseeing an organization‟s most valuable resource – its 
people. Strategic Employee Management is essential to the success of a 
business in today‟s highly competitive market place (Hall, 2004). 
 
Training and Development 
     In businesses where without vision, training and the right mental 
approach, the company cannot achieve its goals. Every company is made 
up of individuals who need to be motivated, given direction and most 
importantly, a goal to aim for. These individuals 
may not achieve the overall goal on their own but through working in 
teams and inspiring each other, they can develop and combine their skills 
and ideas to achieve ultimate success and provide the company with the 
necessary competitive advantage. Therefore, ongoing learning through 
development, training, coaching and mentoring must be a priority on the 
senior management agenda. It is essential that in the strategic planning 
process, knowledge and skills for the future are identified and development 
needs are analyzed across the business; keeping in mind that many 
companies require continuous training for effective job performance. 
Therefore, incessant learning is at the centre of how a business develops 
the critical skills to maintain long-term performance. 
     Once development needs have been identified, a plan of action can be 
prepared and implemented. To ensure that commitment and transfer of 
learning to the workplace is achieved, line managers have responsibility 
and accountability for not only developing their staff but also for ongoing 
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coaching, monitoring and measuring individual performance. To achieve 
this, developmental processes must be supported by systems such as 
performance appraisal, goal setting and measurement, methods of informal 
and formal communication and a continuous approach to managing change. 
Individuals within the business must always be aware of the overall 
business strategy and the part they play in achieving business goals. 
    The development and management of people cannot be left to chance. 
The knowledge, skills and attitudes of people have to be recognized as a 
competitive factor – often company specific - and can only be achieved on 
a long-term basis. Ongoing learning and development is vital to the overall 
success of the business and must be given appropriate support. The cost of 
learning should be assessed in line with the contribution it makes to the 
overall development and success of the organization. 
     Training, development, coaching and mentoring should be a continuous 
process requiring constant improvement. All employees should have an 
opportunity to contribute to both the planning and implementation of the 
learning process that will in turn create ownership and commitment to the 
overall business strategy. 
erformance-Based Training 
 
     As discussed above, competitive advantage comes from what people do 
(performance), not from what they know. Five challenges most 
organizations face in gaining competitive advantage are: 
• Recognizing and taking advantage of market opportunities. 
P 
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• Defining product and/or services that create value for customers. 
• Attracting, retaining and improving the best available resources for 
providing products and services. 
• Managing uncertainties in creating and realizing product and service 
opportunities. 
• Sharing the resulting benefits with company resources (employees and 
suppliers). 
     Attracting, retaining and improving the best available resources are 
perhaps the most difficult and often overlooked of these challenges 
(Alvord). 
     Performance-based training is one way to meet this challenge. 
Performance-based training emphasizes proficiency in job tasks essential to 
company competitive advantage. It is based on clear definition of the tasks, 
skills and knowledge needed to competently perform each job in the 
organization. 
     A performance-based training program is a planned, organized sequence 
of activities designed to prepare persons to competently perform their jobs. 
Competitive advantage requires that every employee maintain their job 
performance at the highest levels possible, or improve to meet the need. 
     Training and Performance Improvement departments must be able to 
guarantee that every learner can demonstrate full competence on every skill 
taught. True performance based training applies scientific principles on 
how people learn, think, and remember. It requires the application of an 
instructional system design model that provides for: 
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• Needs assessment 
• Curriculum development 
• Course design and pilot delivery 
• Evaluation 
     There are key characteristics of true performance-based training that 
help determine how an organization‟s training rates, and where it can 
potentially make improvements, one of which is whether or not the training 
focuses on providing learners with practice and immediate feedback on all 
the skills required to perform a job to contribute to competitive advantage. 
 
Role of Management 
     Enhancing human performance requires a team of managers and 
supervisors that can perform as both a well organized management team 
and have an in-depth understanding of people's basic needs and behaviors. 
Managers must be able to make the business vision a reality by developing 
employee's abilities in team work, problem solving, and critical thinking. It 
is not enough to merely have a vision; managers must be able to apply 
corresponding actions to make it happen. 
 
 
"A vision without corresponding action is merely a dream; 
Action without vision is a waste of time; 
Vision and corresponding actions will take you to new heights!" 
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- Joel Barker, 
Business of Paradigms 
      Corresponding action is derived from the organization's mission 
statement. The mission statement will only drive competitive advantage if 
it is properly designed and cuts across the entire organization (multi-level). 
     Managers must apply critical thinking to all aspects of the organization 
and build a strong business case for decisions. Effective critical thinking 
takes into account sustainable competitive advantages of every process and 
opportunity. 
     For the most part, the success of a company depends on the performance 
of its employee (Smith and Manna, 2006a, 2006b). To verify the 
contributions of each employee, it is necessary to have an official 
assessment program with clearly declared objectives. Companies need to 
know if each employee is contributing to the goals of the organization. 
These performance evaluations include recognizing a person‟s strengths 
and weaknesses, removing external performance obstructions, and creating 
training programs. 
This way, organizations can be sure suitable employees are assigned to 
appropriate tasks. 
1.3.3. Human Behavior Factors 
     Most managers today understand the strategic implications of the 
information-based, knowledge-driven, service-intensive economy. They 
know what the new game requires: speed, flexibility and continuous self-
renewal. They even are recognizing that skilled and motivated people are 
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central to the operations of any company that wishes to flourish in the new 
age. 
     And yet, a decade of organizational de-layering, de-staffing, re-
structuring and reengineering has produced employees who are more 
exhausted than empowered, more cynical than self-renewing. Worse still, 
in many companies only marginal managerial attention - if that - is focused 
on the problems of employee capability and motivation. Somewhere 
between theory and practice, precious human capital is being misused, 
wasted or lost. 
     Without “belief in people” no organization can outsmart competition, 
and develop a sustainable competitive advantage that ensures its market 
competitiveness. Demonstrating genuine belief in people takes more than 
speech-making to do. Organizations of today should develop integrated 
systems that combine selection of the best fit, job-matching, continuous 
skills and competencies development, fair compensation, democratic 
leadership style, and creating attractive motivating work environments. 
 
Employee Management 
     Employee Management is strategically necessary in developing 
employees that are able to deliver and achieve the long-term strategic goals 
of the organization. Organizations need to focus on the importance of the 
human resources in terms of employee recruiting, retention, motivating 
employees, human behavior, and how to promote change among their 
workforce in ways that create competitive advantage for the company. 
Corporate executives will have to look at the most distinctively human 
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elements of the business such as culture, leadership and character in order 
to obtain and sustain competitive advantage. 
Recruiting ***By offering enticing compensation packages, equitable pay, 
flexible benefits and attractive incentives, a company allows itself the 
comfort of identifying and selecting those which meet the needs of the 
organization. The selection process, including the interview, should 
provide as much dependable and valid information as possible about the 
applicants so that their qualifications can be clearly matched with job 
specifications. When 
selecting new executives, a key first step is to analyze the needs of the 
organization. 
     Interviews should be in a team setting with their peers, subordinates, 
and bosses participating in the selection process. 
The interview is a significant source of information about the job 
candidate. This gives the Human Resource manager the most pertinent 
information for making a well-informed decision about which applicant 
will realize the needs of the organization. HR should 
oversee the integration process of the new executive by briefing him/her on 
the company and giving him/her insights into its culture and clarifying 
expectations, setting goals, and coaching new executives (Grossman, 
1999). 
     HR should counsel them to move quickly, but prudently; help them 
adapt to the style of a new workplace; help them with their social skills, if 
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needed to foster good personal relations with peers and subordinates. When 
HR is involved in the executive search and 
the adaptation period, the outcome can be much more promising. 
     In filling job openings above entry-level, it can be beneficial to use 
internal promotions. By recruiting from within, a company rewards 
employees for past performances and sends a message to other employees 
that their future hard work will payoff, while taking 
advantage of previous investments made in recruiting, choosing, 
developing, and training its existing employees. 
Employee Retention ***The importance of employee management can be 
found everywhere. However there are some key components that firms 
must follow in order to gain, as well as maintain, employees as their 
number one resource. One key is employee retention.  
    Quality of life, corporate culture, and professional development are some 
of the best ways to retain top employees. Paying attention to quality of life 
is an important step in order to retain employees. When companies start 
focusing on their number one asset, their people, retention is no longer an 
issue. 
     Organizations, in order to maintain retention among employees, need to 
follow some guidelines so that they do not make the same costly mistakes 
in their industry.  
Motivating Employees ***Business is only as effective as the people who 
work in it. If employees are not motivated, then attitudes are reflected in 
their job performance. When people are motivated and inspired, they are 
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more creative and productive and they are less likely to leave. Employers 
should first realize that employees are not all motivated by the same things. 
Therefore, they need to try a number of different techniques in order to 
gain full motivation from workers. The first step employers should take is 
to build rapport. With the ever-growing world of computers and email, 
managers are losing increasing amounts of face time. Too much of this is 
not good and can lead to worrying and mistrust. 
     Rewarding open communication is important on a number of different 
levels to create working capital. Encouraging feedback and communication 
promotes job security. Supporting growth challenges employees to keep 
their interest high and helps them build their skills. Finding out what 
employees aspire to do with their careers, realizing their goals and 
structuring around them. If trust is encouraged, employees are not afraid to 
share ideas and possible solutions to problems. The more empowered 
employees are, the more invested they become in their work. 
     Competitive compensation is critical, because if staff is under paid, 
managers send them the message that they are not valued. Managers need 
to make it a point to express the idea that they are there to help. Often times 
it seems that managers just get used to the idea that someone else is taking 
care of a situation. 
     In the end what motivate employees the most are their mentors, which 
in most cases are their managers. When managers set the example, 
employees are bound to follow. The underlining theme is to keep the lines 
of communication open to facilitate trust and growth. 
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Promoting Positive Change ***There are many reasons that the 
workforce may resist change, such as; fear of the unknown, threatening job 
security, and lack of resources. However, today‟s business environment is 
ever changing and managers must encourage change to keep up with 
competition. One way to encourage change is through the empowerment of 
subordinates in certain aspects of their daily duties. 
     This concept would never have been thought of in the past. It is now 
commonly used by organizations very effectively. This eventually 
delegates authority from midmanagement down to the frontline workers, 
freeing up the managers to perform more important duties and problems 
can then be handled in a timelier manner. This results in a flatter 
organization that many organizations have been following to increase 
communication, productivity, and morale. 
     Another way to promote change is the method of planning used by 
today‟s managers. Previously, plans were implemented and carried out for 
lengths at time without any type of change. This often led to market wide 
stagnation and saturation. With today‟s changing technology, plans must be 
flexible and they must be constantly monitored and altered. This is referred 
to as emergent strategy where managers change and emerge from the new 
economy. Employees should be told details of what changes will take place 
and why the changes are necessary. If the workforce sees that they are 
respected, they will be more open minded to the changes. 
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1.4. Previous Studies 
Due to time constraints and lack of available resources, the researcher 
was not able to come across many neither previous Arabic studies nor 
articles directly related to the partnership between the human resources 
management and strategy formulation within organizations, as was the case 
with English resources. Nevertheless, the following are some of the 
available sources that were obtained which were related in one way or the 
other to the subject thesis. 
1. Nankervis, A. R., (study 2000) entitled Human Resource Management 
Strategies as Competitive Advantage: A Case Example of the Hospitality 
Sector in Southeast Asia & the Pacific Rim 
This article analyses the vulnerability of the hospitality sector of the 
tourism industry in relation to its multiple business environments. 
Using recent regional economic and socio-political events as a catalyst 
for discussion, it suggests that the sustainability of this sector is largely 
dependent on its internal management practices. 
It argues that, of all management practices, its human resource 
management (HRM) strategies provide the key to future competitiveness. 
2. Layne, Richard J. (study 2006) entitled Knowledge Worker: Human 
Resource Strategy to Achieve a Competitive Advantage 
This paper drew from the literature in the fields of organizational 
learning, knowledge creation, knowledge worker, and the human resource 
strategy that best supports the firm objective of creating and sustaining a 
competitive advantage in the US economies. As the workers become more 
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knowledge based, the researcher found that firms will need to implement 
strategic human resource practices in order to retain their tacit knowledge 
base either by retaining the tacit knowledge or by retaining the knowledge 
worker and thus retaining a critical competitive advantage source. A model 
was proposed that contains human resource practices as a moderating 
variable between the knowledge creation process and firm performance 
linkage. 
Since knowledge has become a valuable business resource, firms will 
need to control the movement of knowledge assets when they experience 
knowledge worker turnover similar to what they do today with traditional 
assets. Human resource practices are a key link between the knowledge 
worker‟s tacit knowledge and the firm‟s ability to create and sustain a 
competitive advantage. 
3. ,يسيػ ,هيسح دومحم ناريزح 2006ةرصاؼمناو تيذيهقتنا هيب تيرشبنا دراومنا ةرادا ,   
This research focuses mainly on shedding some light on the management 
that demonstrates great care on the human element in any organization, be 
it a company or a corporation. That management is the Human Resource 
Management; its creation, development, specific managerial roles, in 
addition to the differences between the traditional HR function and the 
current contemporary roles of the human resource departments in 
organizations. 
The research concluded that the role of the human resource management 
has altered and changed dramatically nowadays in comparison to the past. 
The human resource departments are now responsible for the protection, 
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development and the organizing of the human resources internal 
relationships at work. 
HR departments are also responsible for stimulating and motivating 
employees both materialistically and morally to increase their loyalty and 
sense of belonging towards the organization, hence, utilizing their skills, 
creativity and conventionality to the best of their capabilities. 
4. ناريزح ,هيروق ,رذيوق جاح2002, تيبرؼنا لوذنا يف تيرشبنا دراومنا هيوكتو ةرادا غقاو   
This article discusses how Human Resources is still viewed as a 
secondary and supportive function in companies throughout the Middles 
Eastern region, and that is mainly due to the following – but not limited to 
– reasons: 
&&The fact that the HR managements are separated from and kept far 
from making essential strategic decisions, and are merely looked upon as 
support functions. 
&&Limiting the HR departments to matters concerning personnel 
recruiting and hiring, calculating payrolls, coordinating employee files, 
sick leaves, vacations, etc. In simple terms, viewing the HR department as 
a personnel department. 
&&Lack of projecting future needs, hence, concentrating only on matters 
that require immediate attention at the time of need. 
&&The absence of clearly stated and announced company policies and 
procedures which is usually considered the basis for all the human resource 
department‟s activities and internal functions. 
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&&Neglecting the importance of probation periods when hiring 
employees, along with disregarding any orientation and training that is 
supposed to be given to new comers. 
5. ,هيىىسح دوىىمحم ,يىىسيػ2002  اىى وا يىىف اىىارودو تيرىىشبنا دراوىىمنا ةرادا تي يتارتىىسا,
 تمظىمنا تي يتارتسا 
This article discussed one of the results of globalization, which was 
placing organizations (companies and institutions) in most countries of the 
world in fast changing economic, financial, and legal environments, 
making the world a small village. Therefore, they no longer have the 
restrictions that were earlier imposed on them by their countries to protect 
their domestic industries. Hence, they became free in moving and 
circulating goods and services much more than in the past, which caused 
fierce competition between organizations and international companies at 
both local and regional levels. 
It also mentioned that due to globalization, many needed changes within 
organizations occurred. One area in specific which needed comprehensive 
change and adaptation was the Department of Human Resources, since 
after globalization, it was no longer possible to continue viewing it as 
simply a "people management" department as it was called before the 
1980‟s; hence it was replaced with the term "Human Resources 
Management" HRM, and the change was not merely in the name, but the 
change extended to the content and roles of the HRM, which eventually 
came to have its own strategy that complemented the overall strategy of the 
organization, and was ultimately considered an integral player in the 
achieving of the overall company goals and strategy. 
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The article also highlighted that nowadays the effective human resources 
management strategy depends upon the future strategy of the organization, 
which is designed to meet and provide the needs of other organizational 
departments, such as the provisions of adequate, trained and qualified 
human resources, that are properly stimulated through training programs 
and educational policies developed by the human resources department to 
develop and raise the capacities of these personnel. In doing so, each 
department - or function – within the organization would achieve its 
strategic objectives, and thus achieve the overall strategic objectives of the 
organization. 
Thus, the responsibility for managing human resources became very 
large, targeted towards continually creating and adapting its strategies, 
activities and practices to the internal and external environmental 
challenges and variables that influence the organization's general strategy. 
Before talking about the human resources management strategy and the 
impact of its strategic dimensions on the role of human resources 
management, the article briefly described some of the administrative, 
production, marketing and sales challenges that surround organizations. 
These contemporary challenges, whether administrative or legal, etc. are 
imposed on organizations - at the heart of which is the human resources 
department. 
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Chapter three 
Methodology 
Methodology  
This chapter describes the methodology that was used in this research. 
The adopted methodology to accomplish this study uses the following 
techniques: the information about the research design, research population, 
questionnaire design, statistical data analysis, content validity and pilot 
study.  
3.1. Research Design  
The first phase of the research thesis proposal included identifying and 
defining the problems and establishment objective of the study and 
development research plan. 
 The second phase of the research included a summary of the 
comprehensive literature review. Literatures on claim management was 
reviewed.  
 The third phase of the research included a field survey which was 
conducted with Aspects of human resource management strategy and its 
role in the development of a competitive advantage 
The fourth phase of the research focused on the modification of the 
questionnaire design, through distributing the questionnaire to pilot study, 
The purpose of the pilot study was to test and prove that the questionnaire 
questions are clear to be answered in a way that help to achieve the target 
of the study. The questionnaire was modified based on the results of the 
pilot study.  
 64 
The fifth phase of the research focused on distributing questionnaire. This 
questionnaire was used to collect the required data in order to achieve the 
research objective. 
The sixth phase of the research was data analysis and discussion. 
Statistical Package for the Social Sciences, (SPSS) was used to perform the 
required analysis. The final phase includes the conclusions and 
recommendations. 
A fifty five questionnaires were distributed to the research population and 
forty five questionnaires are received  
 Figure (5) shows the methodology flowchart, which leads to achieve the 
research objective. 
                    
3.2. Data Collection Methodology 
In order to collect the needed data for this research , we use the 
secondary resources in collecting data such as books, journals, statistics 
and web pages , in addition to preliminary resources that not available in 
Topic Selection  
Literature Review 
Identify the 
Problem 
Define the Problem 
Establish Objective 
Develop 
Research Plan 
Questionnaires 
Questionnaires Design 
Results and 
Data Analysis  
 
Conclusion & 
Recommendation   
Figure (5) illustrates the methodology flow chart.  
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Thesis Proposal 
 
Pilot 
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secondary resources through distribute questionnaires on study population 
in order to get their opinions about aspects of human resource management 
strategy and its role in the development of a competitive advantage.  
Research methodology depend on the analysis of data on the use of 
descriptive analysis, which depends on the poll and use the main program 
(SPSS). 
3.3. Population and sample size 
The population will include Employees  works in company Siksik health 
tools , and we select random sample with size 55 employees, 
questionnaires were distributed to the research population and 49 
questionnaires are received , and the following tables illustrated the 
properties of the samples: 
1.Gender: 
Table no.(1) show that  all the sample are male. 
Table No.(1) 
Gender 
Gender Frequency  Percentages  
Male     94 100.0 
Female 0 0.0 
Total 94 100.0 
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2.Qualification 
Table no.(2) show that  49.0% from the sample of Qualification are " 
Diploma " , and46.9% from the sample of Qualification are " Bachelor " 
, and4.1% from the sample of Qualification are " Master " .  
Table No.(2) 
Qualification 
Qualification Frequency  Percentages  
Diploma 49 94.0 
Bachelor 42 9..4 
Master 4 9.4 
Total 94 400.0 
 
3.Years of Experience 
Table no.(3) show that  16.3% from the sample of Experience are " Less 
than a year " , and67.3% from the sample of Experience are "1 to 5 years " , 
and 8.2% from the sample of Experience are " from 6 to 10 years " , and 
8.2% from the sample of Experience are "11 years or more ".  
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Table No.(3) 
Years of Experience 
Years of Experience Frequency  Percentages  
Less than a year 8 4..2 
1 to 5 years 22 ...2 
from 6 to 10 years 9 8.4 
11 years or more 9 8.4 
Total 94 400.0 
 
4. Marital Status 
Table no.(4) show that  44.9% from the sample are " Married " , and   
55.1% from the sample are " Single " . 
Table No.(4) 
Marital Status 
Marital Status Frequency  Percentages  
Married 44 99.4 
Single 4. ...4 
Divorced 0 0.0 
Widowed 0 0.0 
Total 94 400.0 
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5. Age 
Table no.(5) show that  89.8% from the sample of age that  % from the 
sample of age " " , and " " , and10.2 that  % from the sample of age " from 
30 years to less than 40 years " .   
 
Table No.(5) 
Age 
Age Frequency  Percentages  
from the sample of age that  %  " 
"  
99 84.8 
from 30 years to less than 40 
years 
. 40.4 
from 40 years to less than 50 
years 
0 0.0 
50 years and above 0 0.0 
Total 94 400.0 
 
6. Department of Employment 
Table no.(6) show that  2.0% from the sample  from " senior management " 
, and 32.7% from the sample  from " Department of Human Resources " , 
and  10.2% from the sample  from " Section catalog " , and  12.2% from 
the sample  from " Procurement Section " , and  2.0% from the sample  
from " Department of Administration and Finance " , and  4.1% from the 
sample  from " Public Relations " , and  36.7% from the sample  from " 
Communications " . 
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Table No.(6) 
Department of Employment 
Department of Employment Frequency  Percentages  
senior management 4 4.0 
Department of Human Resources 4. 24.. 
Section catalog . 40.4 
Procurement Section . 44.4 
Department of Administration and 
Finance 
4 4.0 
Public Relations 4 9.4 
Communications 48 2... 
Others 0 0.0 
Total 94 400.0 
 
7. Staffing level 
Table no.(7) show that  55.1% from the sample  of  Staffing level are " 
Administrative " , and 8.2% from the sample  of  Staffing level are " 
Executive Director " , and36.7% from the sample  of  Staffing level are " 
another location " . 
Table No.(7) 
Staffing level 
Staffing level Frequency  Percentages  
Administrative 4. ...4 
Executive Director 9 8.4 
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another location 48 2... 
Total 94 400.0 
 
 
 
3.4. Questionnaire content 
The questionnaire was provided with a covering letter explaining the 
purpose of the study, the way of responding, the aim of the research and the 
security of the information in order to encourage a high response. The 
questionnaire included multiple choice question: which used widely in the 
questionnaire, The variety in these questions aims first to meet the research 
objectives, and to collect all the necessary data that can support the 
discussion, results and recommendations in the research.   
The sections in the questionnaire will verify the objectives in this research 
related to Aspects of human resource management strategy and its role 
in the development of a competitive advantage as the following: 
First field: First / Personal Information consist from 7 questions  
Second field: Social Altenciih factors consist from 4 questions 
Third field: Training practices consist from 8 questions. 
Forth  field: Factors of competitive advantage consist from 5 questions 
And all questions follows lekart scale as the following: 
Level  Strongly agree agree neutral Don’t agree Strongly don’t agree 
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Scale  5 4 3 2 1 
 
3.5. Pilot Study              
A pilot study for the questionnaire was conducted before collecting the 
results of the sample. It provides a trial run for the questionnaire, which 
involves testing the wordings of question, identifying ambiguous questions, 
testing the techniques that used to collect data, and measuring the 
effectiveness of standard invitation to respondents . 
3.6.  Validity of the Research      
We can  define the validity of an instrument as a determination of the 
extent to which the instrument actually reflects the abstract construct being 
examined. "Validity refers to the degree to which an instrument measures 
what it is supposed to be measuring". High validity is the absence of 
systematic errors in the measuring instrument. When an instrument is valid; 
it truly reflects the concept it is supposed to measure. Achieving good 
validity required  the care  in the research design and sample selection . 
The amended questionnaire was  by the supervisor and three expertise in 
the tendering and bidding environments to evaluate the procedure of 
questions and the method of analyzing the results. The expertise agreed that 
the questionnaire was valid and suitable enough to measure  the purpose 
that the questionnaire designed for. 
3.7.  Content Validity of the Questionnaire  
Content validity test was conducted by consulting two groups of experts. 
The first was requested to evaluate and identify whether the questions 
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agreed with the scope of the items and the extent to which these items 
reflect the concept of the research problem. The other was requested to 
evaluate that the instrument used is valid statistically and that the 
questionnaire was designed well enough to provide relations and tests 
between variables. The two groups of experts did agree that the 
questionnaire was valid and suitable enough to measure the concept of 
interest with some amendments.   
   
 
3.8. Statistical Validity of the Questionnaire         
To insure the validity of the questionnaire, two statistical tests should be 
applied. The first test is Criterion-related validity test (Pearson  test) which 
measure the correlation coefficient between each item  in the field and the 
whole field. The second test is structure validity test (Pearson test) that 
used to test the validity of the questionnaire structure by testing the validity 
of each field and the validity of the whole questionnaire. It measures the 
correlation coefficient between one filed and all the fields of the 
questionnaire that have the same level of similar scale.  
  Criterion Related Validity : 
 1)     Internal consistency:              
Internal consistency of the questionnaire is measured by a scouting sample, 
which consisted of thirty questionnaires, through measuring the correlation 
coefficients between each paragraph in one field and the whole filed. 
Tables No.'s (8-10) below shows the correlation coefficient and p-value for 
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each field items. As show in the table the p- Values are less than 0.05 or 
0.01,so the correlation coefficients of this field are significant at α = 0.01 or  
α = 0.05,  so it can be said that the paragraphs of this field are consistent 
and valid to be measure what it was set for. 
 
 
 
 
Table No. (8) 
The correlation coefficient between each paragraph in the field and the 
whole field 
(Social Altenciih factors) 
No. question 
Pearson 
coefficient 
p-
value 
1 
Company encourages cultural development of 
the employee 0.420 0.021 
2 
The correct selection of staff helps to speed 
their adaptation to the new positions 0.488 0.006 
3 
The company possesses a clear communication 
channels (e-mail, staff meetings( 0.784 0.000 
4 
Company is investing in human resources 
practices that recognize the results of the work 
value 0.639 0.000 
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Table No. (9) 
The correlation coefficient between each paragraph in the field and the 
whole field 
(Training practices) 
No. question 
Pearson 
coefficient 
p-
value 
1 
Is your training and development programs help 
get employees with new skills that will help in 
maintaining the company's new customers? 0.533 0.002 
2 
Staff training in specific areas reduce the 
likelihood of staff turnover 0.431 0.018 
3 
When appointed, the company provides 
employees with specialized training 0.761 0.000 
4 
The company encourages training in workshops 
outside the company 0.633 0.000 
5 
The company is trying to develop the skills of its 
employees in solutions and modern 
technological practices 0.691 0.000 
6 
Training system in your company is in 
alignment with the plans and the general 
procedures of the company 0.606 0.000 
7 
Training is an investment increases worker 
productivity 0.371 0.043 
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8 
Are staff training increases their commitment to 
the company? 0.667 0.000 
 
 
Table No. (10) 
The correlation coefficient between each paragraph in the field and the 
whole field 
(Factors of competitive advantage) 
No. question 
Pearson 
coefficient 
p-
value 
1 
Motivated employees bring creativity, quality 
and reduce costs for the company 0.468 0.009 
2 
Better use and management of human 
resources creates a competitive advantage for 
the company 0.418 0.022 
3 
Positive working relationships foster the 
exchange of knowledge and skill among 
colleagues 0.465 0.010 
4 
Employee satisfaction observed in all parts of 
the company's employees 0.623 0.000 
5 
More flexible and workers participate in 
contribute to Almenth and promote quality 
improvement 0.589 0.001 
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3.9. Structure Validity of the Questionnaire   
Structure validity is the second statistical test that used to test the validity 
of the questionnaire structure by testing the validity of each field and the 
validity of the whole questionnaire. It measures the correlation coefficient 
between one filed and all the fields of the questionnaire that have the same 
level of liker scale.  
As shown in table No. (11), the significance values are less than 0.05 or 
0.01, so the correlation coefficients of all the fields are significant at α = 
0.01 or  α = 0.05,  so it can be said that the fields are valid to be measured 
what it was set for to achieve the main aim of the study. 
 
   
Table No.(11) 
Structure Validity of the Questionnaire 
Number section 
Pearson 
correlation 
coefficient 
p-
value 
1 Social Altenciih factors 0.653 0.000 
2 Training practices 0.764 0.000 
3 Factors of competitive advantage 0.835 0.000 
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3.10. Reliability of the Research  
Reliability of an instrument is the degree of consistency with which it 
measures the attribute it is supposed to be measuring . The test is repeated 
to the same sample of people on two occasions and then compares the 
scores obtained by computing a reliability coefficient. For the most 
purposes reliability coefficient above 0.7 are considered satisfactory. 
Period of two weeks to a month is recommended between two tests Due to 
complicated conditions that the contractors is facing at the time being, it 
was too difficult to ask them to responds to our questionnaire twice within 
short period. The statistician's explained that, overcoming the distribution 
of the questionnaire twice  to measure the reliability can be achieved by 
using Kronpakh Alph coefficient and Half Split Method through the SPSS 
software. 
 
 
3.10.1. Half Split Method  
This method depends on finding Pearson correlation coefficient 
between the means of odd rank questions and even rank  questions of each 
field of the questionnaire. Then, correcting the Pearson correlation 
coefficients can be done by using Spearman Brown correlation coefficient 
of correction. The corrected correlation coefficient ( consistency 
coefficient) is computed according to the following equation:  
Consistency coefficient = 2r/(r+1), where r is the Pearson correlation 
coefficient. The normal range of corrected correlation coefficient 2r/(r+1) 
is between 0.0 and + 1.0 As shown in Table No.(12), all the corrected 
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correlation coefficients values are between 0.884 and 0.898 and the general 
reliability for all items equal 0.8382, and the significant (α ) is less than 
0.05 so all the corrected correlation coefficients are significance at α = 
0.05. It can be said that according to the Half Split method, the dispute 
causes group are reliable.    
Table No.(12) 
Split-Half Coefficient method 
Number section 
person- 
correlation 
Spearman-
Brown 
Coefficient 
Sig. (2-
Tailed) 
1 
Social Altenciih 
factors 0.815 0.898 
0.000 
2 Training practices 0.793 0.884 0.000 
3 
Factors of 
competitive 
advantage 0.782 0.878 
0.000 
 Total  0.805 0.892 0.000 
 
3.10.2. Cronbach’s Coefficient Alpha  
This method is used to measure the reliability of the questionnaire 
between each field and the mean of the whole fields of the questionnaire. 
The normal range of  Cronbach‟s coefficient alpha value between 0.0 and + 
1.0, and the higher values reflects a higher degree of internal consistency. 
As shown in Table No. (13). The results were in the range from 0.8245 and 
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0.8854,  and the general reliability for all items equal 0.8497. This range is 
considered high; the result ensures the reliability of the questionnaire.  
Table No.(13) 
for Reliability Cronbach's Alpha 
Number section 
No. of 
Items 
Cronbach's 
Alpha 
1 Social Altenciih factors 4 0.905 
2 Training practices 8 0.893 
3 
Factors of competitive 
advantage 
5 
0.925 
 Total 17 0.925 
 
 Statistical Manipulation: 
To achieve the research goal, researcher used the statistical package for the 
Social Science  (SPSS) for Manipulating and analyzing the data. 
 Statistical methods are as follows: 
1- Frequencies and Percentile 
2- Alpha- Cronbach Test for measuring reliability of the items of the 
questionnaires 
3- Person correlation coefficients for measuring validity of the items of the 
questionnaires. 
4- spearman –Brown Coefficient 
5- one sample t test. 
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Chapter four 
Data Analysis and Discussion 
3.11. Shapiro-Wilk Test 
Shapiro-Wilk test will be used to identify if the data follow normal 
distribution or not, this test is considered necessary in case testing 
hypotheses as most parametric Test stipulate data to be normality 
distributed and this test used when the size of the sample are less than 50. 
Results test as shown in table (14) , clarifies that the calculated p-value is 
greater than the significant level which is equal 0.05 ( p-value. > 0.05), this 
in turn denotes that data follows normal distribution, and so parametric 
Tests  must be used. 
Table No (14) 
Shapiro-Wilk Test 
Number section items No. Statistic P-value 
1 Social Altenciih factors 4 0.559 0.913 
2 Training practices 8 0.677 0.749 
3 Factors of competitive advantage 5 0.816 0.519 
 Total 17 0.674 0.753 
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- Discussion and interpretation of each section's items. 
In the following tables We use a one sample t test to test if the opinion of 
the respondent in the content of  the sentences are positive ( weight mean 
greater than "60%" and the p-value less than 0.05) or the opinion of the 
respondent in the content of the sentences are neutral ( p- value is greater 
than 0.05) or the opinion of the respondent in the content of the sentences 
are negative (weight mean less than "60%" and the p-value less than 0.05)  
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- First section :Social Altenciih factors 
To test the hypothesis we use a one sample t test and  the opinion of the 
respondent  about management in its financial statement ranked descending 
according to the weight mean as shown in  Table  No. (15) as follows:  
1. In item No. (3) the weight mean equal   " 92.24%" and p-value equal 
"0.000  " which is less than 0.05, that means (The company possesses a 
clear communication channels (e-mail, staff meetings). 
2. In item No. (2) the weight mean equal   " 91.02%" and p-value equal " 
0.000 " which is less than 0.05, that means (The correct selection of staff 
helps to speed their adaptation to the new positions). 
3. In item No. (1) the weight mean equal   " 88.57%" and p-value equal 
"0.000  " which is less than 0.05, that means (Company encourages 
cultural development of the employee). 
4. In item No. (4) the weight mean equal   " 86.12%" and p-value equal 
"0.000  " which is less than 0.05, that means (Company is investing in 
human resources practices that recognize the results of the work value). 
For general the results for all  items of the field show that the average 
mean equal  4.47 and the weight mean equal  89.49% which is  greater  
than  " 60%"  and the value of t test equal  19.810 which is greater 
than the critical value which is equal   2.01 the p- value equal 0.000  
which is less  than 0.05, that means The correct selection of staff helps 
to speed their adaptation to the new positions  
at significant level α =0.05 
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Table No.(15) 
Social Altenciih factors 
No. Items Mean 
standard 
deviation 
Weight 
mean 
t-
value 
P-
value 
1 Company encourages 
cultural development of 
the employee 
4.43 0.791 88.57 12.649 0.000 
2 The correct selection of 
staff helps to speed their 
adaptation to the new 
positions 
4.55 0.614 91.02 17.670 0.000 
3 The company possesses a 
clear communication 
channels (e-mail, staff 
meetings) 
4.61 0.606 92.24 18.620 0.000 
4 Company is investing in 
human resources practices 
that recognize the results 
of the work value 
4.31 0.742 86.12 12.326 0.000 
 All items  4.47 0.521 89.49 19.810 0.000 
Critical value of t at df "48" and significance level 0.05 equal 2.01 
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- Second section: Training practices 
To test the hypothesis we use a one sample t test and  the opinion of the 
respondent  about Training practices ranked descending according to the 
weight mean as shown in  Table  No. (16) as follows:  
1. In item No. (7) the weight mean equal   " 94.69%" and p-value equal "  " 
which is less than 0.05, that means (Training is an investment increases 
worker productivity). 
2. In item No. (8) the weight mean equal   " 91.43%" and p-value equal "  " 
which is less than 0.05, that means (Are staff training increases their 
commitment to the company). 
3. In item No. (5) the weight mean equal   " 89.39%" and p-value equal "  " 
which is less than 0.05, that means (The company is trying to develop 
the skills of its employees in solutions and modern technological 
practices). 
4. In item No. (6) the weight mean equal   " 88.57%" and p-value equal "  " 
which is less than 0.05, that means (Training system in your company is 
in alignment with the plans and the general procedures of the company). 
5. In item No. (1) the weight mean equal   " 88.16%" and p-value equal "  " 
which is less than 0.05, that means (training and development programs 
help get employees with new skills that will help in maintaining the 
company's new customers). 
6. In item No. (3) the weight mean equal   " 85.71%" and p-value equal "  " 
which is less than 0.05, that means (When appointed, the company 
provides employees with specialized training). 
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7. In item No. (2) the weight mean equal   " 78.78%" and p-value equal "  " 
which is less than 0.05, that means (Staff training in specific areas 
reduce the likelihood of staff turnover). 
8. In item No. (4) the weight mean equal   " 68.16%" and p-value equal " 
0.014 " which is less than 0.05, that means (The company encourages 
training in workshops outside the company). 
 
For general the results for all  items of the field show that the average 
mean equal  4.28and the weight mean equal  85.61% which is  greater  
than  " 60%"  and the value of t test equal  19.502which is greater than 
the critical value which is equal   2.01 the p- value equal 0.000  which is 
less  than 0.05, that means  
The company is trying to develop the skills of its employees in solutions 
and modern technological practices at significant level α =0.05 
Table No.(16) 
Training practices 
No. Items Mean 
standard 
deviation 
Weight 
mean 
t-
value 
P-
value 
1 Is your training and 
development programs 
help get employees with 
new skills that will help in 
maintaining the company's 
new customers? 
4.41 0.734 88.16 13.435 0.000 
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2 Staff training in specific 
areas reduce the likelihood 
of staff turnover 
3.94 0.852 78.78 7.716 0.000 
3 When appointed, the 
company provides 
employees with 
specialized training 
4.29 0.645 85.71 13.943 0.000 
4 The company encourages 
training in workshops 
outside the company 
3.41 1.117 68.16 2.559 0.014 
5 The company is trying to 
develop the skills of its 
employees in solutions 
and modern technological 
practices 
4.47 0.739 89.39 13.921 0.000 
6 Training system in your 
company is in alignment 
with the plans and the 
general procedures of the 
company 
4.43 0.612 88.57 16.330 0.000 
7 Training is an investment 
increases worker 
productivity 
4.73 0.491 94.69 24.753 0.000 
8 Are staff training increases 4.57 0.612 91.43 17.963 0.000 
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their commitment to the 
company? 
 All items  4.28 0.460 85.61 19.502 0.000 
Critical value of t at df "48" and significance level 0.05 equal 2.01 
- third  section: Factors of competitive advantage 
To test the hypothesis we use a one sample t test and  the opinion of the 
respondent  about Factors of competitive advantage ranked descending 
according to the weight mean as shown in  Table  No. (17) as follows:  
1. In item No. (1) the weight mean equal   " 93.88%" and p-value equal " 
0.000 " which is less than 0.05, that means (Motivated employees bring 
creativity, quality and reduce costs for the company). 
2. In item No. (2) the weight mean equal   " 92.24%" and p-value equal 
"0.000 " which is less than 0.05, that means (Better use and management 
of human resources creates a competitive advantage for the company). 
3. In item No. (3) the weight mean equal   " 90.20%" and p-value equal 
"0.000  " which is less than 0.05, that means (Positive working 
relationships foster the exchange of knowledge and skill among 
colleagues). 
4. In item No. (5) the weight mean equal   " 86.94%" and p-value equal "  
0.000" which is less than 0.05, that means (More flexible and workers 
participate in contribute to Almenth and promote quality improvement). 
5. In item No. (4) the weight mean equal   " 86.53%" and p-value equal 
"0.000 " which is less than 0.05, that means (Employee satisfaction 
observed in all parts of the company's employees). 
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For general the results for all  items of the field show that the average 
mean equal  4.50and the weight mean equal  89.96% which is  greater  
than  " 60%"  and the value of t test equal  18.827which is greater than 
the critical value which is equal   2.01 the p- value equal 0.000  which is 
less  than 0.05, that means Motivated employees bring creativity, 
quality and reduce costs for the company 
at significant level α =0.05 
Table No. (17) 
Factors of competitive advantage 
No. Items Mean 
standard 
deviation 
Weight 
mean 
t-
value 
P-
value 
1 Motivated employees 
bring creativity, quality 
and reduce costs for the 
company 
4.69 0.548 93.88 21.642 0.000 
2 Better use and 
management of human 
resources creates a 
competitive advantage 
for the company 
4.61 0.640 92.24 17.647 0.000 
3 Positive working 
relationships foster the 
exchange of knowledge 
and skill among 
4.51 0.617 90.20 17.147 0.000 
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colleagues 
4 Employee satisfaction 
observed in all parts of 
the company's employees 
4.33 0.966 86.53 9.614 0.000 
5 More flexible and 
workers participate in 
contribute to Almenth 
and promote quality 
improvement 
4.35 0.903 86.94 10.446 0.000 
 All items  4.50 0.557 89.96 18.827 0.000 
Critical value of t at df "48" and significance level 0.05 equal 2.01 
3.12. Research hypotheses : 
Hypothesis 1 
Ho: There is no significant statistical relationship between socialization 
activities and developing a competitive advantage at significance level 
05.0  
To test the hypothesis we use the Pearson correlation between socialization 
activities and developing a competitive advantage, and the results shown in 
table No.(18) which illustrate that the p-value equal 0.000 which is less 
than 0.05, and the value of Pearson correlation is equal 0.800  which is 
greater than the critical value which is equal  0.275 that means there is a 
significant correlation at significance level 05.0  between socialization 
activities and developing a competitive advantage 
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Table No.(18) 
Correlation between socialization activities and developing a 
competitive advantage 
socialization activities statistic section  
0.800 Pearson  coloration 
developing a 
competitive advantage 
0.000 p-value 
49 N 
Critical value of r at significance level 0.05 and df equal 47 equal 0.275 
Hypothesis 2 
Ho: There is no significant statistical relationship between training 
practices/programs and  developing a competitive advantage at 
significance level 05.0  
To test the hypothesis we use the Pearson correlation between training 
practices/programs and developing a competitive advantage, and the results 
shown in table No.(19) which illustrate that the p-value equal 0.000 which 
is less than 0.05, and the value of Pearson correlation is equal 0.946  which 
is greater than the critical value which is equal  0.275 that means there is a 
significant correlation at significance level 05.0  between training 
practices/programs and developing a competitive advantage 
 91 
Table No.(19) 
Correlation between training practices/programs and developing a 
competitive advantage 
training 
practices/programs 
statistic section  
0.946 
Pearson  
coloration 
developing a 
competitive 
advantage 
0.000 p-value 
49 N 
Critical value of r at significance level 0.05 and df equal 47 equal 0.275 
Hypothesis 3 
Ho: There is no significant statistical relationship between human resources 
behavior and developing a competitive advantage at significance level 
05.0  
To test the hypothesis we use the Pearson correlation between human 
resources behavior and developing a competitive advantage, and the results 
shown in table No.(20) which illustrate that the p-value equal 0.000 which 
is less than 0.05, and the value of Pearson correlation is equal 0.862  which 
is greater than the critical value which is equal  0.275 that means there is a 
significant correlation at significance level 05.0  between human resources 
behavior and developing a competitive advantage 
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Table No.(20) 
Correlation between 
human resources behavior 
and developing a 
competitive advantage 
Critical value of r at 
significance level 0.05 and 
df equal 47 equal 0.275 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
human 
resources 
behavior 
statistic section  
0.862 
Pearson  
coloration 
developing a 
competitive 
advantage 
0.000 p-value 
49 N 
 93 
Chapter Five 
Conclusions & Recommendations 
 
CONCLUSIONS & RECOMMENDATIONS 
     As established throughout the first three chapters, and most importantly 
as statistically proven in chapter four, one factor that can set an 
organization apart from its competitors whether in services or products, in 
both the private or public sector is its employees. The quality of the 
organization‟s employees, their enthusiasm, newcomer‟s smooth 
integration, their development and their satisfaction with their jobs and the 
company all have a significant impact on the organization‟s productivity, 
level of customer service, reputation, competitiveness and survival. 
     In other words, in a competitive environment, people make the 
difference. Human resources are a critical component in every area of the 
organization, from finance to sales to customer service to line management. 
4.1. Conclusions 
     Managers and supervisors in every department confront human resource 
issues every day and are responsible not only for interactions within their 
own department, but also interactions between departments. The primary 
function of human resources management today is to ensure the effective 
and efficient use of human talent to accomplish an organization‟s goals and 
objectives. 
     Using human resources as a competitive advantage means analyzing 
what factors are necessary for the organization‟s long-term success. Areas 
such as organizational design, key work processes, teams, hiring effective 
employees, promotion strategies, defining competencies and performance 
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measures, training and development programs for current jobs and 
preparation for future positions, reward and recognition systems, 
motivation and retention, and customer perceptions of the organization and 
employees are essential to this concept. 
     In order to formulate appropriate competitive advantage through 
employees, it is first necessary to analyze the firm's competitive strategy or 
business strategy and organizational human resource practices. The 
organization should create a complete model of HRM and employment 
relationship; also it should support long-term thinking, building “core 
competencies” and also develop “sensing” capabilities. 
     Accordingly, it is the responsibility of managers and supervisors to 
ensure that employees are motivated, productive and positive - if not 
enthusiastic - about their work. This means integrating human resources 
practices with core business practices: encouraging all departments to work 
together on "people" programs that bring value to the organization and 
improve productivity and quality in products and services. Positive human 
resources business programs and organizational behavior strategies 
translate into a positive overall impact on the organization. 
     The research‟s sample organizations, namely SIKSIK and ISLEEM 
proved to be amongst those organizations that are aware of the fact that 
human resources do make a difference in the performance of the 
organization. These organizations acknowledge the significance of their 
employees in making a difference in their companies and providing the 
essential ingredient for its competitive advantage. 
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     Successful organizations do not isolate their "people programs". They 
consider them an integral part of their business strategy (Finigan 1998). 
 
4.2. Recommendations and Suggestions for Future Study 
     Building a competent workforce, one where people believe they fit in 
well with their organizations, is often viewed as a competitive edge in 
today‟s business. For organizations, a competent and committed workforce 
minimizes costly turnover and selection expenses. Moreover, individual 
employee attributes associated with successful organizational socialization 
can accumulate across the organization to positively effect organizational 
performance and effectiveness. 
     Based on the above, and from the numerous available reading materials, 
cases, and research results, the following few generalized recommendations 
can be made for achieving competitive advantage in SHRM-adopting 
organizations and company employees: 
1. All knowledge intensive and technology intensive industries, rely 
substantially on intangible assets and complex organizational, technical 
and network capabilities. Therefore, firms are expected to transform and 
organize resources into capabilities, which are selectively employed to 
build competitive advantage that protects their market share, their 
customer base, or their profit margins (Grant, 1998). 
2. Individuals should be proactive managers of the socialization process. By 
astute observations, selective information seeking, and positive responses 
to organizational demands, individuals can better determine if the type of 
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person desired by the organization is the type of person the newcomer 
wants to be. 
3. In addition to culture-related socialization interventions, organizations 
can help their employees adjust to their jobs by providing adequate training 
and resources to help employees maximize their job performance. 
Therefore, organizations must prioritize and invest in personnel skill and 
knowledge development. 
4.The management should trust their workers and give them responsible 
and challenging assignments; workers in return will respond with high 
motivation, high commitment and high performance. 
5. Designing employee handbooks that shape newcomer expectations and 
identify behaviors and customs of insiders that the organization would like 
to promote. 
6. Management commitment to full employment. This means that if the job 
disappears through technological change or shuts down, then the company 
needs to offer alternative employment opportunities or help in the 
acquisition of another. 
7. Promoting performance feedback that gives newcomers a sense of how 
the organization perceives the person-organization fit and provide guidance 
to improve the fit, if warranted. 
8. The organization effectiveness can be increased by improving the 
matching between what the organization requires of its employees and 
what they require of it. 
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9. The employer strategy should focus on creating competitive advantage 
through the employees and using the practices that support this strategy 
which include: 
• Creating an attractive work environment through socialization practices. 
• Optimizing people resource levels through constant training and skill 
development. 
• Sharing information. 
• Developing capabilities. 
• Designing optimal work systems. 
• Aligning reward and recognition systems. 
10. Last but not least, the researcher recommends that the following five 
goals which provide a framework for identifying areas of human resource 
policy should be emphasized: 
• HR should be integrated to strategic plans as a rule. 
• Organizational commitment, combined with job commitment will result 
in high 
employee satisfaction, high performance, longer tenure and a willingness to 
accept change. 
• Flexible organization together with flexible job content and flexible 
employees will result in a capacity to respond swiftly and effectively to 
changes and ensure the continuing high utilization of human and other 
resources. 
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• High commitment, trust and motivation are to be maintained, then it is 
particularly important that management policy and practice is perceived to 
be high quality by lower grade employees. 
• The pursuit of policies designed to ensure the recruitment and retention of 
high quality staff to undertake demanding jobs, supported by component 
management will result in high performance levels. 
 
Future Study 
     The propositions and ideas presented in this paper need further 
empirical testing. Future research needs to address how human resource 
practices moderate the relationship between a yet another vital SHRM 
factor – knowledge - and firm performance. Strategic human resource 
practices would then be associated with the linkage between the knowledge 
worker‟s tacit knowledge and the firm‟s ability to create and sustain a 
competitive advantage. 
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 اعتجٍبٌ نجحث تخشج
إداسح انًىاسد انجششٌخ ودوسهب فً تطىٌش يٍضح تُبفغٍخ : دساعخ يطجقخ  اعتشاتٍدٍخخىاَت 
  .ػهى ششكخ انغكغك نلأدواد انصحٍخ
هزا  الاعتجٍبٌ يصًى لأغشاض انجحث انؼهًً، وعتؼبيم انًؼهىيبد ثًُتهى انغشٌخ، 
 أيبو الإخبثخ انتً تُبعجك.√) يخ (وانًطهىة يُك انتكشو ثبلإخبثخ ػهى كم فقشح ثىظغ ػلا
 أولا / انمؼهوماث انشخصيت  
 اندُظ .4
 أَثى   ركش                          
 انمؤام انؼهمي .2
 يبخغتٍش   ثكبنىسٌىط                                 دثهىو                          
 ػذد سىواث انخبرة .3
عُخ  44 عُىاد        04انى  .يٍ         عُىاد      .إنى  4يٍ         أقم يٍ عُخ   
                 أو أكثش  
 انحانت الاجتماػيت .4
 أسيم   يطهق                    أػضة                        يتضوج            
 انؼمر .5
 عُخ 09عُخ إنى أقم يٍ  02يٍ    عُخ                02عُخ إنى أقم يٍ  04يٍ    
 عُخ فأكثش 0.    عُخ                0.عُخ إنى أقم يٍ  09يٍ    
 . قسم انتوظيف 6
 قغى انًشتشٌبد    انقغى انتغىٌقً     قغى انًىاسد انجششٌخ       الإداسح انؼهٍب        
 آخشوٌ قغى الاتصبلاد    قغى انؼلاقبد انؼبيخ    قغى الإداسٌخ وانًبنٍخ   
 ى انتوظيف مستو.2
 -----------سخبء انتحذٌذ: –يىقغ أخش  يذٌش تُفٍزي      إداسي               
 
 
انر
 قم
 موضوع انذراست
موا
فق 
 جذا  
موا
 فق
متر
 دد
مؼا
ر
 ض
مؼا
ر
ض 
 جذا  
أو
 لا
 ػىايم انتُشئخ الاختًبػٍخ
      انششكخ تشدغ انتًٍُخ انثقبفٍخ نهًىظف 1
 2
بػذ اختٍبس انًىظفٍٍ انصحٍحٍٍ ٌغ
 فً عشػخ تكٍفهى نهًىاقف اندذٌذح
     
  001
 3
انششكخ تًتهك قُىاد اتصبل واظحخ 
(انجشٌذ الانكتشوًَ، اختًبػبد 
 انًىظفٍٍ)
     
 4
انششكخ تغتثًش فً يًبسعبد انًىاسد 
 انجششٌخ انتى تغهى َتبئح ػًم قًٍخ
     
ثبَ
 ٌب
 يًبسعبد انتذسٌت
 5
هم انتذسٌت انخبص ثك وثشايح 
انحصىل ػهى  ػذ فًانتًٍُخ تغب
انًىظفٍٍ يٍ روي انًهبساد اندذٌذح 
انتً تغبػذ فً انحفبظ ػهى ػًلاء 
 خذد نهششكخ?
     
 6
تذسٌت انؼبيهٍٍ فً يدبلاد يحذدح 
 احتًبل دوساٌ انًىظفٍٍ تقهم يٍ
     
 7
 ػُذ تؼٍٍُهى،  انششكخ تضود انًىظفٍٍ
 .يغ انتذسٌت انًتخصض
     
 8
وسػ ػًم تشدغ انششكخ انتذسٌت فً 
 خبسج انششكخ
     
 9
انششكخ تحبول نتطىٌش يهبساد 
يىظفٍهب فً انحهىل وانًًبسعبد 
 انتكُىنىخٍخ انحذٌثخ
     
1
 0
َظبو انتذسٌت فً ششكتك هى فً 
يغ انخطط والإخشاءاد  انًىاءيخ
 انؼبيخ نهششكخ
     
1
 1
انتذسٌت ٌؼتجش كبعتثًبس ٌضٌذ يٍ 
 اَتبخٍخ انؼبيم
     
1
 2
انًىظفٍٍ ٌضٌذ انتضايهى  هم تذسٌت
 نهششكخ?
     
ثبن
 ثب
 ػوامم انميزة انتىافسيت
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1
 3
انًىظفٍٍ انًحفضٌٍ ٌدهجىا الاثذاع 
 واندىدح وتخفٍط انتكبنٍف نهششكخ
     
1
 4
أفعم اعتخذاو واداسح يىاسد ثششٌخ 
 ٌخهق يٍضح تُبفغٍخ نهششكخ
     
1
 5
ػلاقبد ػًم اٌدبثٍخ تؼضص تجبدل 
 ثٍٍ انضيلاء انًؼشفخ وانًهبسح
     
1
 6
سظبء انًىظف يلاحع فً كبفخ أَحبء 
 يىظفٍٍ انششكخ
     
1
 2
انؼًبل أكثش يشوَخ ويشبسكخ فً 
انًغبهًخ فً انًُتح وتؼضٌض تحغٍٍ 
 اندىدح
     
 شكشا ًنحغٍ تؼبوَكى
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A Bachelor DEGREE QUESTIONNAIRE ON 
 
ASPECTS OF STRATEGIC HUMAN RESOURCES 
MANAGEMENT AND THEIR ROLE IN DEVELOPING 
COMPETITIVE ADVANTAGE 
 
 [An Applied Study on the Palestinian Health Instruments Industry] 
 
 
Background to the Research 
     As the number of knowledge workers increases in the workforce, human 
resource management will play a critical role in creating and engaging the 
critical knowledge required to sustain a competitive advantage. The 
international economies are in the process of changing from a society based 
on industrial technology, organization, and values to one based on 
knowledge and information Therefore, the importance of this survey is 
linked to the significance of developing unique human resource practices in 
the Palestinian health instruments industry that affect both the HR capital 
pool and the overall human resource behavior towards achieving the 
organization‟s goals through sustainable competitive advantages. 
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Questionnaire Objectives 
     The goal of this survey is to gather both quantitative and qualitative 
information and data on HR management in the Palestinian health 
instrument  industry and to analyse HRM practices and systems across 
major health instruments companies to determine aspects of strategic 
human resources management that can develop and create competitive 
advantages for the companies. 
 
Questionnaire Methodology 
     The survey is in the form of a questionnaire, with the target group of 
HR managers and executives, in addition to line management managers. 
The questionnaire comprises “tickthe- box” questions and “open-ended” 
questions. The former will help to compare data between companies, while 
the latter will enrich the contents and quality of data collected. 
